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CHAPTER I 
INTRODUCTION 
INTRODUCTION 
Statement of the Problem 
Harmonious relations in every field of human activity are an essential 
condition, which influence social, political and economic development of a country. It 
holds strategic importance in the industrial sector where, in the absence of cordial 
relationship between employees and employers, production is hampered and the result 
of which affects the society at large. 
It has been observed in this regard that from the earlier phase of 
industrialization when workers, formally working with their own tools entered into 
power-driven factories owned by others in order to increase the production and 
harness the productivity of the workers, the industrial conflict of the later days raised 
their head to the detriment of industrial progress. Necessity was felt for bringing about 
industrial peace and hence the human relations approach to soothe the agitated 
workers and motivate them to raise their productivity and increase the industrial 
output. It was instilled in the perception of the workers that the threat of sack would 
no longer be real and that they enjoy industrial democracy based on labour 
partnership not only for the sharing of profits but also of managerial decision making. 
Thus the human relations philosophy has had a long journey. But due to growing 
complexity of the modem industrial system there has been a constant tendency for the 
gap to widen between those who own and manage the industry and those who work in 
it. This gives rise to labour- management relations, resulting in loss of mandays and 
production and finally leading to hardship to the community and retarded economic 
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growth. The conflict of interest between the parties is quite natural and has existed 
from the beginning of industrial system (Singh: 1970). 
However, in 1991, the Government announced a series of industrial, fiscal and 
trade reforms, which have a direct bearing on industrial peace and prosperity. The 
ground realities of the situation suggest that workers and management still lack in 
realization of industrial enterprise being essentially a joint cooperative venture and 
continue to think in terras of their own interests being mutually conflicting. On the 
one hand, now -a-days, employers are faced with increased competition and adopt 
unfair labour practices. On the other hand, due to retrenchment of workers and 
contract labour, the union's membership has been affected at national level. The role 
of government has also changed. Government, due to globalization and opening up of 
the economy, is unable to continue its pro-labour policy (Moorthy: 2005). 
Sugar industry is the most important industry in Uttar Pradesh as elsewhere in 
the country. The last few decades have witnessed a salient industrial revolution in this 
part of the country resulting in the transformation of predominantly agricuhural 
economy into an industrially important one. Impressive progress has been made in the 
field of large, medium and small-scale industries in Uttar Pradesh. The State 
continues to maintain a matching position among the industrialized states of the 
country. 
Labour relations in the sugar industry of Uttar Pradesh have been more or less 
similar as in other industries in the country. It is however influenced by certain 
factors, which are peculiar to this industry. The first is, being the largest organized 
agro-based industry of Uttar Pradesh; it provides direct employment to over 70,000 
people and indirectly supports the livelihood of three million sugar cane growers. 
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Because of this large number of employees, a study of labour relations particularly 
emerging during the present era of reforms assumes significance (Banerjee and 
Srivastava: 1996-97). Secondly, the industry comprises sugar mills in three sectors, 
viz. Public, Private and Cooperative. In certain sector there is multiplicity of unions 
and in others there is paucity of unions. As a result the employees are not able to exert 
pressure on management as well as government to further their interests. Thirdly, 
what happens in one sugar mill is not the concern of that mill alone but it attracts the 
attention of other mills because of sympathy wave. This causes commotion in the 
whole sugar industry of the State with its consequent impact on labour relations. 
It is in this context that a study of emerging labour relations in the sugar 
industry of Uttar Pradesh has been planned. Moreover, it has been recognized that 
regional studies could provide a better picture of the labour relations of a country. The 
study examines empirically the vital issues affecting the relationship between labour 
and management in sugar industry of Uttar Pradesh and suggests measures to make 
them more effective contributors for the productivity and prosperity of the sugar 
industry of Uttar Pradesh. Before embarking upon the present research work, it is felt 
worthwhile to make a review of literature available in the field of labour relations. 
Review of Literature 
Since the very purpose of the literature review followed by identification of 
research gap in the earlier studies forms the basis for the justification of the study. The 
researcher has opted to summarise the findings and conclusions drawn from and 
recommendations given on the following studies conducted in the field of labour 
relations in India and even in foreign countries. 
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Hallsworth (1955) in his research paper entitled, "Freedom of Association and 
Industrial Relations in the Countries of the Near and Middle East", asserted that it is 
only comparatively recently that the problem of industrial relations has assumed 
major importance in the countries of the Near and Middle East. With the rapid 
development of industry in these countries since the Second World War has come 
recognition of the vital importance of a sound industrial relations policy, and the ILO 
Regional Meeting for the Near and Middle East in 1947 revealed the keen interest of 
the countries concerned in such questions as freedom of association, collective 
bargaining, the settlement of labour disputes and the collaboration of employers' and 
workers' organizations with the public authorities. The research paper briefly outlines 
the development of workers' and employers' trade union movements in these 
countries and gives an account of the present law and practice concerning freedom of 
association and industrial relations. 
Haber and Levinson (1956) designed a study of labour relations and 
productivity in the building trades. They found that, the labour relations pattern in the 
building trades differs materially from that perfected in other industries. The very 
nature of the construction job creates rapid labour turnover and informal hiring and 
lay off procedures prevail. When compared with employees in other industries, the 
building trade mechanics. As a result the annual wages earned by the building 
workers, do not reflect the relatively high trade rates generally prevailing. Regarding 
working rates, technological change and labour efficiency, it was found that probably 
no sector of the economy has been so widely criticized as the construction industry. 
The only suggestion to improve the labour relations in the building trades is the 
progress in assuring steady employment. 
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Turner et al. (1968) have made a study of labour relations in Motor Industry. 
They found a remarkable rise in the number of strikes in British Car Industry. They 
assumed that in the car firms, the strike waves seem to have arisen from authentic 
causes and grievance-in two senses. First insofar as they have been stimulated by a 
background of insecurity, both in relation to employment and particularly to its 
material rewards. But secondly and far more generally in that they express human 
expectations and aspirations which arise naturally in the contemporary social and 
economic context and to which there has been a failure of employee's trade unions, 
employer's association and management structures to accommodate themselves 
fundamentally. 
Thakkar (1962) conducted a study of the labour problems of the cotton mill 
industry in Bombay. His main findings are that under the present recruitment system 
and with the present state of affairs as regards training facilities, new conditions stand 
very rare chance to enter the cotton mill industry of Bombay. Besides, shortage of 
trained staff is even felt in a number of skilled and semi-skilled occupations in the 
industry. He found that the standard of discipline and morale of workforce has gone 
down. Besides, the workers have been irresponsible. He suggested that the personnel 
management needs as much attention as the technical problems regarding machinery, 
materials and manufacturing process. Morale of the workforce can not be built simply 
by increasing the wages of non-wage benefits. A basic change in the attitude and 
approach of workers is required which in turn will be helpful in promoting cordial 
relationship between labour Jind management in textile industry of Bombay. 
Saxena (1964) in his study entitled, "Industrial Relafions in Five Industrial 
Units of Meerut District" concluded that industrial relations are not the product of one 
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or two factors alone. The labour relations in any given unit depends on the specific 
conditions prevailing in it. He has also brought it to the forefront the fact that the 
problems of labour relations should not be tackled merely on economic front. It is 
more a human problem, depending for its solution on the mutual trust and confidence 
among the workers and the management. Measures, such as the code of discipline, a 
grievance procedure, workers' participation in management, code of conduct, code of 
efficiency and the like, can promote good industrial relations, provided they are 
properly implemented and sincerely followed in India industries. 
Sen and Piplai (1968) tried to explore in their case study of industrial relations 
in the jute industry in West Bengal that labour relations is a drama, in which vast 
number of human beings play parts, the stage, the scenes and the settings, all no doubt 
combines and contribute to its success. Like the scenes and the settings, the various 
machineries like labour officers, works committee, conciliation staff etc. is no doubt 
important. But the primary responsibility for the smooth running of the show depends 
on the management and the labour. Of the two, the management is in the saddle and 
forms the stronger party. So it is in the fitness of things that its broad shoulders should 
bear the major share of the burden involved in the maintenance of satisfactory labour 
relations in the Jute industry of West Bengal. 
Mattoo (1976) in his research project, "A Critical Study of Industrial Relations 
in the Public Sector Units of Kashmir" concluded and suggested that labour relations 
in the public sector can not be judged with reference to the number of man-days lost 
but from the fact whether development for healthy relations are taking place in the 
right direction or not. The traditional policy of soaking industrial problems will not 
hold good in the changed circumstances. As industrial activity goes on acceleration, it 
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brings in its wake a variety of problems to which the worker become exposed. The 
workers in m^my cases are unable to protect themselves from such perils and hazards. 
Even in combination with their fellow workers, they fails to protect themselves before 
the rich, powerful, educated and resourcefiil employer. He suggested that wage 
fixation should be done in accordance with the prescribed norms and facilities, which 
are presently non-existent, should be launched with the help of trade union. 
Karunakaran (1979) in his case study entitled "Multi-Union Plants and 
Labour-Management Relations" concluded that one trade union in one plant and in 
one industry is highly desirable; it does not seem to be a practical approach so far as 
India is concerned. Multiple unionisms is a reality in our industrial relations system. 
There is no use closing one's eyes at a union that causes inconvenience. The wise 
thing for any management would be to face the fact and, if possible, to recognize such 
unions and deal with them in an endeavour to establish cooperative, peaceful, and 
constructive relations. When rival unions get more and more involved in the right type 
of adjustment with the management, as is revealed in the situation described above, 
they might perhaps forget about their rivalries in the activities within the plant. 
Eventually this may lead to the development of strong responsible trade unions, which 
can cooperate with managements in increasing productivity and profitability of the 
enterprises. Hence, the need to create conditions conducive to the co-existence of 
multi-unions, and to encourage cooperation and better understanding among 
themselves and between them and the managements. 
Nath (1979) in his research paper entitled "Industrial Relations - A Positive 
Approach" concluded that a positive approach to industrial relations is a must. 
Whereas implementation of the approach, contending with various forces, meeting the 
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challenges of time and circumstance and without letting the approach being affected is 
a task which management must handle with tact and confidence, a deliberate 
deflection in the approach to meet a crisis would always be necessary. The danger of a 
permanent deflection, however, needs to be borne in mind. A positive approach to 
industrial relations adopted by one manager could be handed down to the coming 
managers in the same plant. It should become a part and parcel of the normal 
management outlook. If implemented sincerely, such an approach has good chances 
of leading to stable relations. 
Hartmann & Conrad (1981) in his publication captioned "Industrial Relations 
in West Germany" observed that there is no doubt that industrial relations problem in 
West Germany have received considerable attention from research workers. Empirical 
case studies, historical accounts and legal commentaries add up to a remarkable 
volume. Many disciplines are involved in this endeavour; while it is true that 
sociologists are particularly active in industrial relations research. 
Industrial relations research in West Germany will soon receive a new impetus 
from the many innovations, which are now being worked out with regard to research 
methods. Rightly or wrongly, the comparative inefficiency of research has been 
aggravated by the inefficiency of conventional methods. By way of remedy, members 
of several research centers have designed innovations in the area of surveys ('camera 
research', worker correspondence, narrative analysis), in-depth research 
(sociobiography), longitudinal studies, 'animation') and application ('crisis seminars', 
process innovation). Some of these new techniques represent a genuine break with 
methodological conventions in this field of research and there is hope that the use of 
these novel methods will lead to an increase in research findings. 
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Das (1983) in his research makes an intensive study of industrial relations in 
six textile mills of Indore. He found that the pattern of industrial relations in any given 
unit depends on the specific conditions prevailing in it. An examination of the 
interplay of factors has made it possible to know how industrial relations change since 
the problem of labour relations is not merely the problem or negotiating with the trade 
unions or restraining the industrial disputes or the problem of collective bargaining or 
bonus. It is more a human problem, depending for its solution on the mutual 
understanding between the operative and managerial staff. 
In another study Mittal (1984) divided her thesis into two parts. Part first deals 
with the industrial relations in U.P. from I960 to 1976 and part second is a case study 
of Glaxo Laboratories Ltd. She found that in spite of the good working conditions, 
wages and social security measures industrial relations were not harmonious. Main 
factors contributing to this state of affairs were: the activities of multiple unions, 
attitude of management and dissatisfaction among workers on account of disparity in 
their working conditions and wages as compared to other two units of the same 
company. She suggested a radical change in the outlook of the employers. 
Chand (1989) designed a study of industrial relations in the public sector 
concern in Andhra Pradesh State. He concluded that in the public sector units, certain 
issues related to manpower planning in the form of recruitment and promotion, which 
was restricted by rule, and reservations were found here too. Such constraints in the 
supply of qualified men reduce the parameter of payments and terms of service. Still 
the organizational culture in public sector unit was found persistent of government 
administration and not of the professional management. The employees look upon 
themselves as government employee. Job security, the conduct and service rules. 
Introduction 
legislative methods of delaying with issues of discipline etc. cause inability of the 
management to decide any knotty issue without reference to appropriate 
ministry/minister. He suggested instituting and following up systems at the 
supervisory staff; that are supposed to implement the management practices. Besides, 
he also suggested a rational and uniform wage structure in all public sector units in 
Andhra Pradesh to reduce many labour conflicts. 
Rath et al. (1991) in their paper "Industrial Relations in Orissa" found a 
deterioration in union membership in the organized sector, emergence of regional 
level unions in the unorganized sector, lockouts significantly contributing to the 
mandays lost, increasing realization on the part of some employers and their 
employees about the need to bargain collectively, formation of joint forums at plant 
level in a few industrial units, union's failure in some plants to play an effective role 
in improving production and ensuring protection of economic interest of workers and 
some what unsatisfactory and ineffective role played by the state government, 
mounting tension in some industrial establishments caused by immediate community. 
In addition, they also found that the government has taken so far no positive 
measure to revitalize the Industrial Relations Machinery so as to ensure speedy 
disposal of cases and promotion of harmonious labour relations in the state. 
Furthermore, it was noted that in recent years the government of Orissa has been 
exhibiting lack of consistency in formulation a definite labour policy and pursuing the 
same. 
Chandra & Singh (1994) in their study, "Managing People at Work Through 
Influence Tactics" examined the dynamics of influence tactics employed by managers 
for their seniors and juniors. Amount of power, power orientation, bases of power, 
10 
Introduction 
leadership styles and subjective norms prevailing in the organization were postulated 
to be a function of choice of upward or downward influence tactics. One hundred and 
ninety eight managers from public sector enterprises participated in the study. It is 
observed from the major findings that (a) most of the power strategies were soft and 
subtle, (b) there existed an aberration in normative power distribution, (c) coercive 
power appeiired as most effective predictor (d) and most of the managers exercised 
bureaucratic style in dealing with subordinates. 
Poonia et al. (1996) in their study "Dimensions of Strike: A Study of Textile 
Workers of Punjab", found that although maximum number of workers approach their 
trade union leaders for the resolution of their grievances, yet they consider crooked 
behaviour of trade union leaders as the main reason for the failure of any strike. 
Moreover, maximum number of workers believes that a group of workers initiate the 
idea of strike. Furthermore, sometimes workers accept the decision of strike taken by 
their union leaders and sometimes union takes the decision of strike under the 
pressure of workers. Majority of workers prefer direct negotiation method for the 
resolution of their disputes. The study recommends that as the trade union leaders are 
considered as an important channel to show their agitation by workers, it can be used 
in a constructive way to prevent frequent strikes. 
Aligisakis (1997) made a qualitative analysis of labour disputes in Western 
Europe. He observed a decline over time in strike action, a marked relative propensity 
to strike in certain south European countries, the existence of several different labour 
dispute models and an inverse correlation between the frequency and the duration on 
intensity of disputes. 
Introduction 
Raj (2001) in his publication captioned, "Role of Government in Labour 
Related Issues", concluded that national consensus is economic liberalization and 
industrial competitiveness to guard against the globalization and the WTO regime. 
The concern of the government is to push forward the economic reforms 
expeditiously keeping in mind the interest of the labour at the same time. 
The outcome of National Consultation on Globalisation and its Impact held by 
Study Group, Second National Commission on Labour on 22-23 November 2001 at 
New Delhi is that an increase in labour productivity is an important ingredient in the 
current emphasis of growth through globalization. Besides, in order to meet the 
challenges of globalization in a big way it has become imperative for India to adopt 
strategies, which would enable it to compete with the rest of the world on equal terms. 
Hence, the government should initiate second-generation reforms in general and 
labour reforms in particular. Besides, consolidation of industries shall also lead to 
emergence of strong and informed unions. Archaic labour laws would mean that 
neither the government would fulfill its obligation of playing a meaningful role nor 
would the industry need them. Strong and informed managements and unions would 
have to have bipartite bargaining and the role for industrial relations manager would 
be to institutionalize it as early as possible. 
Panda (2004) in her case study entitled, "Industrial Relations Environment and 
Work Culture in Public and Private Sector Organizations" examined the relationship 
between the industrial relations environment and work culture in a private and a 
public sector organization belonging to the same industry. Industrial relations 
environment has been assessed in terms of: structural mechanisms for industrial 
relations management; trade unions and collective bargaining; workers' participation 
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in management and union management relationship. Attempts have also been made to 
identify major industrial relations issues and organizational initiatives for 
improvement in the industrial relations environment. 
Moorthy (2005) in his research paper attempted to identify the changes that 
have occurred in industrial relations scenario in textile industry in Tamil Nadu after 
the economic reforms introduced during the nineties. The major findings of the study 
are that both the number of disputes and the number of workers involved in the 
disputes has come down gradually in the post reforms period in Tamil Nadu. But at 
the same time the mandays lost due to strikes and lockouts show an increasing trend 
during the same period. The measures taken by the government and the labour 
department, the workload of adjudication machinery has decreased and this efficiency 
of conciliation machinery is reflected in discharging its functions. The study 
concludes that economic reforms have affected industrial relations in textile industry 
in Tamil Nadu, as there is a declining tendency in industrial disputes. The prevailing 
atmosphere of labour unrest could be attributed to total violation of certain norms of 
disciple of a section of trade imions and also by some employers. 
Singh (2006) in his research paper titled "Sugar Industry in Uttar Pradesh: 
Performance and Prospects" based on the primary data collected from 36 sugar mills 
of different plant sizes under private, cooperative and government ownership for the 
period 1991-92 to 2003-04 found that the sugar industry has been facing a financial 
crisis due to heavy losses. The cyclical pattern of sugar production, i.e. two years of 
high production, followed by two years of low production, raises the inventory level 
of sugar output and as a result, arrears of sugarcane prices to the growers increase. 
Hence, the farmers shift to other crops, creating cane shortages to the industry in next 
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year. In both the cases, the industry suffers due to the erratic supply of sugarcane. He 
has estimated average profit/loss per factory and per 100 Tones Crushed Per Day 
(TCD) Installed Capacity (IC) and found that during 11 out of 13 years of the study 
period, the industry incurred losses. The loss was largest during the year 2002-03, 
followed by year 2001-02. Comparing the profitability of sugar mills of the three 
sectors. He notices that private sector earned profit during 10 out of 13 years of the 
study. Highest profit was earned during 2003-04, followed by year 1997-98. 
However, profit figure do not evince any trend. There is a large variation in the profit 
of an average mill in the private sector. The figures range from loss of Rs. 147.71 lakh 
in 2002-03 to profit of Rs. 609.46 lakh in 2003-04. The cooperative sector incurred 
losses during 10 out of 13 years, highest loss being incurred during year 2002-03, 
followed by year 2001-02. Only during the years 1993-94, 1994-95 and 1997-98, the 
sector earned profit. 
The worst performers are the government mills. All these mills are sick and 
have been referred to the Board of Industrial & Financial Reconstruction (BIFR). It is 
evident from the data that average mill in the government sector has been running in 
substantial loss during the period under study. Highest loss was recorded during year 
2002-03. He also draws similar inferences from the figures of profit earned per 100 
TCD IC. As expected, ratio of total profit to 100 TCD IC, was highest in the private 
sector. The private sector earned highest profit during 2003-04, closely followed by 
the year 1997-98. The cooperative sector mill attained highest profit per 100 TCD IC 
during 1997-98 and highest loss during year 2002-03. The government sector incurred 
highest loss per 100 TCD IC during year 2002-03, followed by year 2001-02. Thus, 
on an average, the year 2003-04 has remained good and years 2001-02 and 2002-03 
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bad for the industry. The private sector mills fared better than the mills of other two 
sectors. They planned and implemented their expansion better. Although, they too 
have suffered from the high cane prices, they were able to limit the losses due to 
better management practices and vertical integration of their units. Contrary to this, 
high fixed cost, diseconomies of small-scale size, outdated and less motivated staff 
and lack of investment in modernization have affected the performance of the 
government mills. 
Scope of the Study 
From the foregoing review of literature it can be understood that though many 
studies have been conducted on different aspects of labour relations in India and even 
in foreign countries, a study specitically for emerging labour relations in sugar 
industry of Uttar Pradesh is very much missing in literature. Similarly, no study has 
made a comparative analysis of degree of satisfaction among the employees of public, 
private and cooperative sector sugar mills of Uttar Pradesh. Again there is no study 
available on the other dimensions of labour relations in sugar industry of Uttar 
Pradesh such as industrial unrest, labour welfare, working conditions, personnel 
policies etc. Besides, till date no research has been conducted on any aspect of labour 
relations in UPSSCL, DSIL and RBKSCML. 
Hence, the Present study examines empirically the vital issues affecting the 
relationship between labour and management in sugar industry of Uttar Pradesh and 
suggests measures to make them more effective contributors for the productivity and 
prosperity of the sugar industry of Uttar Pradesh. 
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Objectives of the Study 
The present study has been conducted to examine the emerging labour relations 
in sugar industry of Uttar Pradesh. It aims at making a comparative analysis of labour 
relations in the sugar mills of Uttar Pradesh insofar as they obtain in the public, 
private and cooperative sector. The study has the following as its specific objectives: 
1. To make a review of earlier studies conducted in the field of labour 
relations in India and abroad; 
2. To study the conceptual exposition of the subject labour relations; 
3. To analyze the trends in performance and growth of sugar industry of Uttar 
Pradesh; 
4. To examine the emerging trends in labour relations in sugar industry of 
Ultar Pradesh on the basis of a sample survey; 
5. To analyze the opinion of workers towards the management in the sugar 
industry of Uttar Pradesh; and 
6. To suggest measures for maintaining peaceful labour relations in the sugar 
mills of Uttar Pradesh. 
Hypotheses of the study 
To facilitate a systematic study of the emerging labour relations in sugar 
industry of Uttar Pradesh, the following hypotheses have been examined. Apparently, 
the hypotheses are not exhaustive. However, they are believed to be representative. 
Hoi That sugar industry of Uttar Pradesh has vast potential to grow in future. 
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H02 That confrontation is emerging in labour relations in sugar industry of 
Uttar Pradesh due to autocratic attitude of management towards labour. 
H03 That labour relations in sugar industry are marred due to dissatisfaction 
of labour with the working conditions and inadequate labour welfare 
facilities. 
H04 That the productivity of men, machines and materials is low in the sugar 
industry of Uttar Pradesh. 
H05 That the bargaining capability of the workers is weak in the sugar 
industry of Uttar Pradesh. 
Hoe That the number of industrial disputes has declined in the sugar industry 
of Uttar Pradesh. 
Research Design 
The sugar industry of Uttar Pradesh is divided into two sectors, viz. organized 
sector and unorganized sector. This study refers only to the organized sugar mills of 
Uttar Pradesh, which consists of public, private, and cooperative sector sugar mills of 
the State. However, one of the best methods of the study would have been to make a 
survey of all the sugar mills of Uttar Pradesh. But since this is a very large and time 
consuming project, it has been decided to use the case method. Thus, a sample of 
three sugar mills (one from each sector) has been considered as the modest number 
from the point of view of feasibility of cost and time. The field investigation is based 
on a sample of 320 respondents randomly selected from three sugar mills of Uttar 
Pradesh. Out of which 195 respondents of private sugar mill, 62 respondents of public 
sugar mill and 63 respondents of cooperative sugar mill have been selected. While 
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choosing respondents, efforts have been made to ensure that all categories of 
employees are interviewed. The study has been conducted in the following three sugar 
mills of Uttar Pradesh: 
1. Public Sector - U.P. State Sugar Corporation Ltd. (UPSSCL) 
2. Private Sector - Dwarikesh Sugar Industries Ltd. (DSIL) 
3. Cooperative Sector - Rudra Bilas Kisan Sahkari Chini Mills Ltd. 
(RBKSCML) 
Research Methodology 
To find the pattern of labour relations in sugar industry, the present study is 
based on published and unpublished data collected from both primary and secondary 
sources. All the information based on primary sources has been collected from the 
personnel departments of the mills and through personal interviews with the workers, 
union leaders, and officers on the basis of pre-structured questionnaires to 
authenticate the research and arrive at the genuine conclusions. Some information has 
been collected / scanned from the Internet also. The major chunk of the portion based 
on the secondary information is obtained from the magazines, journals, newspapers, 
books, unpublished theses, annual reports of the companies and various other 
publicafions of the Government of India and U.P. State Government. Finally, all the 
information and data collected are analysed and important inferences have been 
drawn from them. 
Limitations of the Study 
In the present study, an attempt has been made to cover all-important aspects 
of labour relations in sugar industry of Uttar Pradesh with the maximum degree of 
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thoroughness. But in this endeavour the researcher experienced various difficulties at 
all stages of the enquiry. It was observed during data collection that the management 
generally did not respond correctly. Besides, there was a fear psychosis in the minds 
of employees of almost all the mills surveyed. Not only this, even Persormel Officers 
and Labour Officers were either absent or very busy despite prior appointments. In 
certain cases, adequate information was not provided. Hence, the researcher has to 
restrict the study to more recent period. Some of the managers even refused the entry 
of the researcher inside the j; remises when they came to know that a survey of labour 
relations is to be conducted. 
The other most important difficulty faced by the researcher was that most of 
the workers and union leaders, being illiterate and of a low level of consciousness 
about their organization, were also not in a position to help in an effective manner to 
supply the relevant information. This could but hardly leave a deep impact upon the 
findings of the study. Even as it is, the study brings within its fold almost all emerging 
issues relating to the labour relations in the sugar industry of Uttar Pradesh. But it 
should be made clear here that as these are case studies, the results and findings 
presented in it are representative of the state of labour relations in the sugar industry 
of Uttar Pradesh as a whole. 
Chapter Schema 
The study has been divided into following eight broad chapters so as to 
highlight the main aspects of the probe as well as its related issues: 
The first chapter titled, "Introduction", focuses on the statement of problem, 
reviews various studies conducted in the field of labour relations in India and even in 
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foreign countries. It also discusses the scope, objectives, hypotheses, research design, 
methodology adopted, limitations of the study and organization of chapters. 
The second chapter entitled, "Labour Relations-A Conceptual Exposition", 
elaborates the general concept of labour relations. Besides, industrial disputes 
scenario and suggestions to maintain peacefiil labour relations have also been stated in 
this chapter. 
Third chapter captioned, "Performance and Growth of Sugar Mills of Uttar 
Pradesh", provides an overview of working of sugar industry of India in general and 
of Uttar Pradesh in particular. 
Chapter fourth titled. "Labour Relations in Public Sector Sugar Mills of Uttar 
Pradesh" is a Case Study of U.P. State Sugar Corporation Ltd. (UPSSCL) - a mill run 
and managed by Uttar Pradesh Government. 
The fifth chapter captioned, "Labour Relations in Private Sector Sugar Mills 
of Uttar Pradesh" evaluates the labour relations pattern in private sector with the help 
of a representative unit namely, Dwarikesh Sugar Industries Limited (DSIL). 
Chapter sixth entitled, "Labour Relations in Cooperative Sector Sugar Mills of 
Uttar Pradesh" studies the labour relations in cooperative sector sugar mills of U.P. 
State. A case study of Rudra Bilas Kisan Sahkari Chini Mills Ltd. (RBKSCML) has 
been carried out in this chapter. 
Seventh chapter titled, "Labour Relations in Sugar Industry of Uttar Pradesh: 
A Survey Analysis" is a comparative analysis of the industrial psychology of workers 
in terms of Job satisfaction, attitude, aspiration of employees, etc. which have an 
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impact on labour relations. The chapter also makes a test of the hypotheses of this 
study. 
The eighth and the last chapter entitled, "Conclusions and Suggestions" 
integrates the findings of the previous chapters and raises issues relating to labour 
relations in the societal perspective that suggests some intervention strategies for 
extracting the best out of employees and employers of sugar industry of Uttar 
Pradesh. Moreover, it has been ended up with the directions for future researches on 
the various other offshoots of labour relations in sugar industry of Uttar Pradesh. 
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LABOUR RELATIONS - A CONCEPTUAL EXPOSITION 
The preceding chapter was an introduction of the entire research project. In 
addition, various researches conducted in the field of labour relations in India and even in 
foreign countries have also been reviewed in this chapter. The present chapter 
emphasizes on the concept of labour relations and highlights the trends in industrial 
disputes in India. Besides, suggestions to make good labour relations in Indian industries 
have also been formulated in this chapter. 
Dynamics of the Concept of Labour Relations 
Broadly speaking, the term labour relations is composed of two words 'labour' 
and 'relations'. According to Marshall (I96I) labour may be defined as 'any exertion of 
mind or body undergone partly or wholly with a view to some other than the pleasure 
derived from the work, and relations mean, 'the relationship between the employer and 
his employees that exists at work place'. 
A number of relative terms like industrial relations, employer-employee relations, 
union-management relations, personnel management, labour management relations, 
human relations etc. are in usage in modem enterprises and organizations which may 
create confusion regarding the concept of labour relations. However, with the help of the 
in-depth study of available literature and personal discussions with eminent scholars of 
this field, a clear-cut concept of labour relations could be elaborated. Before going into a 
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detailed discussion on the concept of labour relations, it is worthwhile to mention that 
term Industrial relations has been defined differently by various experts and scholars of 
this field according to their needs, circumstances and degree of industrialization. The 
following are some opt-quoted definitions of industrial relations: 
In the words of Ordway, Teade and Met Calfe (1989), 'Industrial relations is the 
composite result of the attitudes and approaches of employers and employees towards 
each other with regard to planning, supervision, direction and coordination of activities of 
an organization with a minimum of human efforts and frictions with an animating spirit 
of cooperation and with proper regard for the genuine well being of all members of the 
organization'. 
According to H.R. degg (1983), 'the field of industrial relations includes the 
study of workers and their trade unions, management, employers associations and state 
institutions concerned with the regulations of employment'. 
Richard Hyman (1975) brings out very clearly that, 'Industrial relations is the 
study of processes of control over work relations and among these involving collective 
workers organization and action are of particular concern'. 
According to Richard A. Lester (1954), 'Industrial relations involve attempts to 
arrive at workable compromises and balances between conflicting objectives and values 
between incentives and economic security, between discipline and industrial democracy, 
between authority and freedom, between bargaining and cooperation'. 
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According to Encyclopedia Britannica (1961), 'The concept of industrial relations 
has been extended to denote 'he relations of the state with employers, workers and their 
organizations, the subject, therefore, includes individual relations and joint consultation 
between employers and work people at their work place, collective relations between 
employers and their organization and trade unions and the part played by the state in 
regulating these relations'. 
T.N. Kapoor (1968) an Indian expert of the subject is of the view that, 'Industrial 
relations should be understood in the sense of labour management relations as it 
percolates into a wider set of relationships touching extensively all aspects of labour such 
as union policies, personnel policies and practices including wages, welfare and social 
security, service conditions, supervision and communication, collective bargaining etc. 
attitude of parties and governmental actions of labour matters'. 
Paresh Majumdar (1973) is of the opinion that, 'Industrial relations is an objective 
study of human relations without value judgments and it is incorrect to believe that it is 
concerned with changed value for the better employers towards employees. The study of 
industrial relations is concerned not only with attitude of the employer but with those of 
employees as well'. 
Taking into consideration the various definitions of industrial relations, it can be 
said that in a wider sense the term industrial relations is itself used synonymously with 
labour relations, labour management relations, employer-employee relations, union 
management relations, human relations etc. Even the term Personnel management is used 
inter-changeably in the available literature. The Institute of Personnel Management in 
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India and U.K. are also not seen to distinguish between the two terms. The Journal of 
National Institute of Personnel Management is itself titled, industrial Relations'. Journal 
of Industrial Relations covers in it all aspects of human resources utilization and the 
employment relationship (Challappa, H.V.V. & Jhuraney, J.C: 1982) 
Changing Concept of Labour Relations 
In the last few decades a growing realization of 'social responsibility' in 
personnel management has warranted the use of a much broader term, and, therefore, 
Dale Yoder used the term 'Industrial relations in a broad sense so as to cover all inclusive 
functions of personnel or manpower management and mentions its two sub-divisions, 
namely, personnel management referring to the relationship between the employers and 
employees, and labour relations referring to the relationships between the employers and 
employees' organized unions(Bhago!iwal:1987). 
Breach (1955) rightly observed that 'Personnel Management mainly deals with 
executive policies and activities regarding the personnel aspect of the enterprise; while 
industrial relations is mainly concerned with employee-employer relationship'. 
According to Dale Yoder (1972), 'Personnel management is that phase of 
management, which deals with the effective control, and use of manpower as 
distinguished from other source of power. Industrial relations are the relations that exist 
in and grow out of employment. It refers to a wide field of relationship among people, 
human relationship that exist because of necessary collaboration of men and women in 
the process of modern industry'. 
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In other words personnel management refers to manpower management as 
individual and is concerned with such problems as procuring employees, training them, 
inducting them into jobs, paying careful heed to their relations with one another and with 
the management. While labcur relations refers to relationship involved in collective 
bargaining and is concerned with the problems of fixing the price of labour services, 
industrial jurisprudence an their organizations. Thus the relationship between organized 
labour and employer is known as labour relations or collective relations. The labour 
relations is the second phase of industrial relations, first being personnel management 
which is essentially on the personal level. Labour relations on the contrary are among the 
organized groups. Labour relations include relations between employer and their 
organization and the trade union (Mittal: 1984). 
In the present study the term labour relations has been taken to apply to the 
collective relationship between the partners at the enterprise level viz. the accredited 
representatives of organized labour and management. Labour relations are deemed as 
group relations, dealing with work force collectively. For the purpose of scientific 
investigations of the social and psychological inter-relations, establishing a direct 
relationship between the employer and employee. Labour relations is primarily concerned 
with the union management relations, techniques of negotiation, collective bargaining, 
evaluation of labour contracts, discipline, joint consultation, arbitration, conciliation, 
adjudication and other allied legal matters, strikes and lockouts, labour costs, 
employment and non-employment and other terms and conditions of service such as 
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wages, allowances, bonus, benefit plans, closure retrenchment, working hours, festival 
holidays and leave and security of service (Nath and Ghosh: 1973). 
Origin of the Concept of Labour Relations 
Labour relations are as old as industry and being inherent in industry as a feature 
of industrial life. They have passed through distinct social, economic and political 
situations prevailing in different countries. In the primitive and agrarian societies, the 
master and slave relationship was simpler. In the medieval era the master craftsman 
imparted training to journeymen, and exercised control over them. However, with 
massive industrialization patt;mi, the structure, the size of industrial establishments and 
the problems in employer-employee relations have also changed. After the industrial 
revolution of the 18'*^  century, master and slave relationship has undergone a complete 
transformation (Goyal: 1971). 
Industrial capitalism, which entered into India with the advent of the Britishers, 
gave rise to a new class, i.e. industrial proletariat. During 19'*' century, the free market 
forces of supply and demand governed labour relations since labour was treated as 
commodity. The employer who was in a dominating position freely exercised his 
authority in dictating wages and other conditions of services subject to the general law of 
supply and demand, which was exploitation of workers under the policy of laissez-faire. 
This policy gave a strong jo't to the relations of workers and management. With the 
establishment of Intemationa! Labour Organization (ILO) in 1919, due attention was 
given to the relations of workers and management and it was declared in its preamble that 
labour is not a commodity. Due to the declaration of ILO, the workers realized their 
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importance. The spirit of class-consciousness developed among wage earners and they 
began to protect themselves against exploitation through formation of trade unions. 
Needless to say, the conflict between labour and management necessitated the urgency of 
ameliorative measures. Consequently, on account of this awakening various legislations 
viz. the Workman Compensation Act, 1923, the Trade Union Act, 1926, and the Trade 
Disputes Act, 1929 (based on the British Industrial Court, 1919) were enacted to compel 
employer for the amelioration of the conditions of labour and to improve the pattern of 
labour relations in India (Khan: 1992). 
Labour Policy Framework in India 
Labour relations had a significant change after independence. The new idealism of 
democracy and planned economic development gave a new way to the slightly beyond 
control industrial relations. In free India, this legacy was given statutory recognition 
when the legal provisions for regulating industrial relations were embodied in the 
Industrial Disputes Act, 1947, which provided for the establishment of permanent 
machinery for the settlement of disputes such as Works Committee, Conciliation 
Officers, Industrial Tribunals, Labour Courts etc. 
The Indian Factories Act, the Minimum Wages Act, and the Employee State 
Insurance Act, regarding industrial relations, wages policy and social security for 
amelioration and welfare of labour force and industry as a whole were all enacted in 
1948. 
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Besides, the Government of India laid emphasis on the maintenance of 
harmonious labour relations in the successive five-year plans also. In the following pages 
an attempt has been made to discuss the labour relations during economic planning: 
First Five Year Plan (1951-56) 
First Five Year Plan pointed out that, 'Harmonious relations between capital and 
labour are necessary for the realization of the targets of the plan and maintenance of 
industrial peace. It was also pointed out that industrial relations are not a matter between 
employers and employees alone but a vital concern of the community, which may be 
expressed in measures for the protection of its larger interests'. The plan emphasized the 
significance of setting up a tripartite body consisting of representatives of employees, 
employers and government to minimize the industrial conflicts. During plan period, the 
Provident Fund Act, 1952 was passed and Industrial Disputes Act, 1947 was amended in 
1953 to compensate the workers in case of lay off and retrenchment. 
The plan conceived the 'Works Committee' at plant level as the key system for 
settlement of differences between the workers and the management. It also recommended 
the setting up of 'Joint Committee' at plants and for industry as a whole for tackling 
problems of wider interest. The Government with a view to encourage joint consultation 
between workers and management sponsored the idea of Joint Management Councils. 
Second Five Year Plan (1956-61) 
The Second Five Year Plan stated that greater stress should be laid on the creation 
of industrial democracy. During this plan period, the tripartite machinery, the Indian 
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Labour Conference set up in 1942 was effective in evolving certain norms such as 
mechanism and practices - formulated for need based minimum wages, wages boards, 
guidelines for rationalization, Code of Discipline, Code of Conduct, Scheme for Workers 
Participation in Management, list of items on which works committees could conduct 
their business, model grievance procedure, evaluation and implementation machinery and 
emphasis on voluntary arbitration. 
Third Five Year Plan (1961-66) 
The Third Five Year Plan did not introduce any major changes in the Labour 
Policy. During the emergency caused by the Chinese War in 1962, the Industrial Truce 
Resolution was adopted, and employers and workers pledged themselves to maximize the 
production. The Payment of Bonus Act was passed in 1965 with a view to resolving the 
most important item of discord between the two parties. The rights of an individual 
worker came to be better safeguarded when the Industrial Disputes Act, 1947 was 
amended, granting to an individual worker the right to raise a dispute even if his cause 
was not espoused by any union. 
Fourth Five Year Plan (1969-74) 
Fourth Five Year plan also focused on the need of effective labour administration 
for better for enforcement of labour laws. By the end of 1966, the Government of India, 
appointed the 'National Commission on Labour', which submitted its first report in 1969, 
for studying and making recommendations on various aspects of labour including wages, 
working conditions, welfare, trade unions development and labour management relations. 
32 
Labour Relations - A Conceptual Exposition 
For the promotion of collective bargaining and raising of productivity through labour 
management cooperation the plan has expressed its derivabiiity of according priority to 
the growth of a healthy trade union movement. 
Fifth Five Year Plan (1974-79) 
Fifth Five Year Plan emphasized on the necessity of greater involvement of 
labour by ensuring its vertical mobility in the industrial organizations. The plan document 
said, 'Stress will be placed on strengthening industrial relations and conciliation 
machinery; better enforcement of labour legislation, research in labour relations and 
labour law, imparting training to labour officers, improvement of labour statistics and 
undertaking studies in the field of wages and productivity. Special attention was devoted 
to bring about improvement in productivity in all spheres of economy. 
Sixth Five Year Plan (1980-85) 
The Sixth Five Year Plan stressed the need of simplifying the procedure for the 
settlement of industrial disputes in order to ensure, quick justice to workers and a feeling 
of certainty among employers. Moreover, it emphasized the need of increasing the 
number of existing labour courts and tribunals and for setting up new machinery for 
speedy settlement of industrial disputes. 
Seventh Five Year Plan (1985-90) 
Seventh Five Year Plan recommended that the inter-union rivalry and intra-union 
divisions should be avoided. Further, the quality of training imparted to the workers must 
be upgraded. Due attention was given to industrial safety and provisions were made for 
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the welfare, working and living conditions of unorganized labour. In addition, working 
conditions of women and child labour had also been given attention. 
Eighth Five Year Plan (1992-97) 
Eighth plan also focused on the need of good industrial relations. This is more so 
in the context of the openness and liberalization of our Industrial Policy that requires a 
purposeful retrenchment and reduction in the workforce of public sector units in 
particular and other segment of our economy in general. The plan further emphasized that 
the policy of industrial relations in our industry will have to be reshaped and redesigned. 
Ninth Five Year Plan (1997-2002) 
One of the major concerns of the Government of India during Ninth Plan 
launched in the 50th year of India's independence has been the improvement of labour 
welfare with increasing productivity and provision of a reasonable level of social 
security. The plan directed towards skill formation and development, exchange of 
information on job opportunities, monitoring of working conditions, creation of industrial 
harmony through an infrastructure for healthy industrial relations and insurance against 
disease and unemployment for the workers and their families. The plan also drew 
attention of planners towards the situation of surplus labour, coupled with the 
employment of most of the workers in the unorganised segments of the economy, which 
has given rise to unhealthy social practices like bonded labour, child labour and adverse 
working conditions faced by the migrant labour. 
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Tenth Five Year Plan (2002-07) 
The major focus of Tenth Five Year Plan has been on the present laws, which are 
far too rigid since they do not allow firms to retrench labour or downsize without the 
permission of the appropriate government, which in most cases is the state government. 
The Planners feel that unfortunately, the provisions, which were meant to protect 
employment, have actually served to discourage growth of employment. 
Besides, the rigidity in labour laws represents a greater burden for the labour 
intensive industries than for capital intensive industries, where the labour force is small 
and excess labour can be more easily carried, or alternatively, VRS packages can be 
worked out which do not pose a huge burden. One of the reasons for rigidity in labour 
laws is that the "employer' is expected to provide, individually for security of 
employment (i.e., guarding against risks of loss of job), family sickness, retirement 
benefits and bear the costs of accidents and other occupation related risks compensations. 
Therefore, a more innovative and broad-based social security system for workers is 
needed to smoothen the process of labour reforms and enable rationalization of labour 
laws. 
After having discussed the conceptual framework and development of labour 
relations, now it will be our endeavour to discuss and analyze the emerging trends in 
labour relations as they obtain in the Indian industrial settings. 
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Emerging Trends in Labour Relations in India 
The problem of labour relations in India have been existing from primitive stage 
to modem industrial system. But it assumed importance in the 20"^  century with the 
establishment of large-scale industries. It has both positive and negative dimensions the 
creation and maintenance of industrial peace and harmony is a positive step, while the 
prevention and settlement of industrial disputes is a negative one. But the problems of 
labour relations arise only when the relations between the labour and management are 
strained. Thus labour relations centers around the two parties in industry, when the 
conflicts arise, both the parties exert pressure on each other by using their weapons, i.e. 
labour uses strikes, gheraos etc. and management uses lockout, disciplinary action etc. as 
their instruments. 
Labour relations present the basic complex problem. It has many dimensions. The 
most important dimension, which always influences the relations between labour and 
management, is industrial dispute. Section 2(k) of Industrial Disputes Act, 1947 defines 
Industrial Dispute as any dispute or differences between the employer and employee or 
between employer or workmen which is connected with the employment or non-
employment or the terms of employment and with the conditions of labour, of any 
person. 
Industrial disputes in India were rare before First World War, because labour 
class was ignorant of their rights, and suffered from class-consciousness as they lacked 
organizations among them. Industrial disputes increased since the establishment of ILO) 
in 1919, because workers were aware of their rights. With a view to get a better 
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understanding of the present scenario of labour relations in India, it is desirable to study 
the historical picture of labour relations in the country. 
Industrial Disputes in India 
In order to have a broader view of labour relations in the country, an attempt has 
been made in the following pages to form trends in industrial disputes in India since early 
twenties till date. 
Industrial Disputes in India during 1921-29 
Very few disputes took place in India in the twenties of the last century. Before 
1918 strikes were rare because the entire labour class was illiterate and ignorant of their 
rights. But during the war, a considerable number of strikes proved successful, because 
employers, eager to make the most of the opportunities that then existed for earning large 
profits, dreaded any prospects of stoppage of ^vork, and were, therefore, often willing to 
give into the demands of their workers, when the trade boom came to an end, large 
profits, disappeared, and when a period of economic depression set in, employers began 
to resist the demands of their workers, as a result of which nearly two thirds- of the 
strikes failed. An idea of loss to the labour community, which accrued from these strikes, 
has been given in the following table: 
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Table 2.1 
Trends of Industrial Disputes in India 
[Period: 1921-1929] 
Year 
1921 
1922 
1923 
1924 
1925 
1926 
1927 
1928 
1929 
No. of Disputes 
396 
278 
213 
133 
134 
128 
129 
203 
141 
No. of Workers 
Involved (in '000) 
600.3 
435.4 
301.0 
312.4 
270.4 
186.8 
131.6 
506.8 
531.0 
No. of Working 
Days Lost (in Lakh) 
69.8 
39.7 
50.0 
87.3 
125.3 
10.9 
20.2 
316.5 
121.6 
Source: Annual Reports, Ministry of Labour, Government of India, New Delhi. 
It is evident from the above table, the total number of strikes in India was 396 in 
1921 which increased to 203 in 1928, involving about 506.8 thousand workers and 
causing a loss of over 316.5 lakh working days, the main reasons of these strikes were 
politicians and labour leaders who took keen interest in causing these disputes. But in 
1929, the number of stoppages reduced from 203 to 141, involving 531,000 workers and 
a loss of 121.6 lakh working days. Overall we can say that the number of stoppages 
shows a declining trend but the number of working days lost shows an increasing trend 
during this period as it was 69.8 lakh in 1921 and increased to 121.6 lakh in 1929. 
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Industrial Disputes in India during 1930-39 
Due to the split in trade union leadership, and the appointment of Royal 
Commission on Labour, the vigorous repression made no distinction between the political 
and the labour movement, and the deepening of the economic crisis, there was 
pronounced decline in mandays lost in the next few years. This has been depicted in table 
2.2 given below. 
Table 2.2 
Trends of Industrial Disputes in India 
[Period: 1930-1939] 
Year 
1930 
1931 
1932 
1933 
1934 
1935 
1936 
1937 
1938 
1939 
No. of Disputes 
148 
166 
118 
146 
156 
145 
157 
379 
199 
406 
No. of Workers 
Involved (in '000) 
196.3 
203.0 
128.0 
164.9 
220.8 
114.2 
169.0 
647.8 
401.0 
409.1 
No. of Working 
Days Lost (in Lakh) 
22.6 
24.1 
19.2 
21.7 
47.7 
09.7 
23.6 
89.6 
91.6 
49.9 
Source: Annual Reports, Mini ,tr} of Labour, Government of India, New Delhi. 
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It is evident from the Table 2.2 that the total number of strikes was 148 in 1930 
the same increased to 406 in 1939, mainly in the textile industry, involving 409,100 
workers and a loss of 49.9 lakh mandays. If we compare table 2.1 with 2.2, we will find 
that the number of disputes during 1930-39 had increased to an average of 222 from 195 
for the years between 1921 and 1929. It means the frequency of strikes had increased 
during 1930-39, but the average for the number of workers involvement and the mandays 
lost was lower. 
Industrial Disputes in India during Second World War (1939-46) 
The cost of living of the workers made a quantum leap due to soar prices during 
Second World War period. On the other hand, industrialists made huge profits, during 
this period. Therefore, the demand for higher wages and bonus were the main causes of 
industrial disputes. The percentage of disputes over wages and bonus was 32 per cent and 
10.2 per cent respectively. There were 5 per cent disputes over leave and conditions of 
work and 19.5 per cent over personnel factors. 
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Table 2.3 
Trends of Industrial Disputes during Second World War 
[Period: 1939-1946] 
Year 
1940 
1941 
1942 
1943 
1944 
1945 
1946 
1947 
No. of Disputes 
322 
359 
694 
716 
658 
820 
1629 
1811 
No. of Workers 
Involved (in '000) 
453 
291 
773 
525 
550 
780 
1962 
1841 
No. of Working 
Days Lost (in Lakh) 
75.7 
33.3 
57.7 
23.4 
34.4 
40.5 
127.1 
165.6 
Source: Annual Reports, Ministry of Labour, Government of India, New Delhi. 
Table 2.3 reveals that the total number of strikes was 322 in 1940, which 
increased to 1,811 in 1947. The years 1946 and 1947 were the most notorious years in the 
history of industrial disputes. The table shows that the total number of strikes was 1629 in 
1946 and 18JI in 1947 as compared to 658 in 1944 and 820 in 1945. The same way the 
number of workers involved also rose from 7,47,530 in 1945 to 19,61,948 in 1946 and to 
18,40,748 in 1947. The number of working days lost also increased more than four times 
during 1945 to 1947 as the number of mandays lost was 40.5 lakh in 1945 and increased 
to 127.1 lakh in 1946 and to 165.6 lakh in 1947. As we have already discussed that the 
main cause of these strikes was the demands for higher wages and deamess allowance. 
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There were about 10.2 per cent strikes, due to bonus, 5.2 per cent disputes over leave and 
conditions of work, 32 percent over wages, 19.5 percent over personnel factors. 
Industrial Disputes in India during Post Independence Era 
In 1947, the industries seriously affected were cotton, jute, woolen and silk 
textiles, engineering and railways. In 1948, there were 1,259 disputes resulting in work 
stoppages, involving 1,059,102 workers and a loss of 7.8 million mandays. 
Table 2.4 
Trends of Industrial Disputes in India 
[Period: 1950-96] 
Year 
1950 
1960 
1966 
1971 
1981 
1990 
1992 
1994 
1995 
1996 
No. of Disputes 
814 
1,583 
2,556 
2,752 
2,589 
1,825 
1,714 
1,201 
K066 
611 
No. of Workers 
Involved (in '000) 
720 
986 
986 
1,615 
1,588 
1,308 
1,252 
846 
991 
452 
No. of Working 
Days Lost (in Lakh) 
12,806 
6,536 
13,846 
16,545 
36,584 
24,086 
3,126 
20,983 
16,290 
1 
11,500 1 
Source: Annual Reports, Ministry of Labour, Government of India, New Delhi. 
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Table 2.4 shows that in 1950 the number of disputes was 814, which increased to 
1,583 in 1960, and 2,556 in 1966, 2752 in 1971, 2589 in 1981 respectively. The increase 
in the number of disputes had been mainly due to a sharp rise in prices and recession in 
some industries, which led to retrenchment, lay-off and closure. The period from 1981 to 
1996 shows a declining trend in industrial unrest in terms of number of strikes, the 
number of workers involved and the number of mandays lost. 
The number of workers involved in strikes was the highest during 1971, 1,615 
thousand and lowest during 1996, 452 thousand. The number of mandays lost on account 
of strikes was the lowest during 1996, 11,500 and was highest during 1950, 12,806. The 
workers discontent piled up during this period as a result of the rejection of their 
grievances and the virtual suspension of trade union activities. It is also noteworthy here 
that mostly strikes proved unsuccessful and workers had to cope up with a lost of 
problems. Due to an acute financial crisis, a large number of mills were closed during this 
period. 
Industrial Disputes in India during 1999-2005 
The number of strikes and lockouts taken together has declined by 4.7 percent 
during 2003 as compared to the previous year. The reduction in strikes and lockouts has 
been more prominent in the central sphere during this period. However, while strikes 
alone declined from 295 to 255 in 2003, lockouts increased from 284 to 297 during the 
same period. During 2004 the States of West Bengal, Tamil Nadu and Gujarat 
experienced maximum instances of strikes and lockouts and the industries facing highest 
incidence of strikes and lockouts were textiles, engineering and chemicals. Indiscipline 
43 
Labour Relations - A Conceptual Exposition 
and violence, wages and personnel issues were primary causes of strikes and lockouts 
during this period as shown in the table 2.5 given below. 
Table 2.5 
Trends of Industrial Disputes and Mandays lost in India 
[Period: 1999-2005] 
Year 
1999 
2000 
2001 
2002 
2003 
2004 
2005 
Strikes 
Number 
540 
426 
372 
295 
255 
236 
243 
Mandays 
lost (in 
million) 
10.62 
11.96 
5.56 
9.66 
3.20 
3.40 
7.30 
Lockouts 
Number 
387 
345 
302-
284 
297 
241 
215 
Mandays 
lost (in 
million) 
16.16 
16.80 
18.20 
16.92 
27.04 
10.13 
16.0 
Total 
Number 
927 
771 
674 
579 
552 
477 
458 
- , 1 
Mandays 
lost (in 
million) 
26.79 
28.76 
23.77 
26.58 
30.25 
23.87 
23.30 
Source: Economic Survey, Ministry of Finance, Government of India, New Delhi, 2004-
05. 
It is evident from the table 2.5 that the total mandays lost on account of strikes 
and lockouts have shown in relative fall in the 2004 compared to the full year of 2003, 
though they had increased by 3.67 million in 2003 compared to 2002. The mandays lost 
declined continuously after 2003. The mandays lost due to lockouts show a relative fall in 
2004 as compared to preceding years. During the year 2003, the mandays lost in the 
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central sphere and the public sector increased by 5.89 million and 6.06 million 
respectively, over the previous year. In contrast, the state sphere and private sector 
recorded a decline of 2.22 million and 2.39 million respectively. The number of disputes 
and mandays lost kept a decreasing in the year 2005 also i.e. came down to 458 and 23.30 
million respectively. 
State-wise Industrial Disputes in India 
With a view to get a better understanding of the present scenario of labour 
relations, it is desirable to examine the State-wise industrial relations in India. In the 
following table, industrial disputes in certain States have been shown for a comparative 
analysis. 
Table 2.6 
Trends of Industrial Disputes in Certain States of India 
[Period: 2001-2005] 
States 
Andhra Pradesh 
Assam 
Bihar 
Gujarat 
Himachal Pradesh 
Madhya Pradesh 
Uttar Pradesh 
West Bengal 
2001 
92 
5 
6 
53 
13 
10 
19 
190 
2002 
46 
5 
2 
25 
8 
3 
9 
164 
2003 
22 
6 
5 
28 
11 
2 
17 
205 
2004 
23 
6 
1 
37 
5 
5 
26 
206 
2005 
17 
7 
4 
34 
II 
9 
15 
204 
Source: Ministry of Labour and Employment, Government of India, New Delhi. 
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Industrial disputes are the result of clashes in the goals and aspiration of workers 
and employers. Table 2.6 states that strikes and lockouts were highest in West Bengal as 
compared to other States. Besides, it has shown a rising trend. It went up from 190 in 
2001 to 206 in 2004. But in 2005 it decreased marginally and came down to 204. So far 
as the state of Andhra Pradesh is concerned, it shows a declining trend in this concern, as 
the number of disputes in this State was 92 in the year 2001 which decreased to 17 in the 
year 2005. The State of Assam indicates a constant trend in this regard. Overall, the 
number of disputes in certain States shows a declining trend because in 2001 the total 
number of disputes was 388, which decreased to 262 in 2005. 
Table 2.7 
Trends of Mandays Lost due to Industrial Disputes in Certain States 
[Period 2001-2005] 
States 
Andhra Pradesh 
Assam 
Bihar 
Gujarat 
Himachal Pradesh 
Madhya Pradesh 
Uttar Pradesh 
West Bengal 
2001 
1497683 
12909 
309730 
224679 
68892 
171577 
366574 
14847416 
2002 
1213196 
20055 
59500 
47647 
17427 
4787 
78086 
10883994 
2003 
6993233 
8936 
60121 
97087 
31982 
102935 
89429 
11833610 
2004 
786675 
40529 
71477 
168279 
13787 
33168 
57306 
9919440 
2005 
902988 
81200 
23163 
158206 
23447 
84823 
132759 
13993937 
Source: Ministry of Labour and Employment, Government of India, New Delhi. 
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As is clear from the table (2.7) that the maximum number of mandays lost due to 
industrial unrest was suffered by West Bengal as it was 14,847,416 in 2001 and Andhra 
Pradesh was second rank with a loss of 14,97,683 mandays. The lowest mandays lost 
were in Assam where only 12,909 mandays were lost during the same year. The data 
indicates that West Bengal is reporting highest mandays lost due to industrial unrest in 
comparison to other states during the period of my study shows a fluctuating trend in this 
regard. Because in 2003 the total mandays lost in West Bengal were 11,833,610, which 
decreased to 9,919,440 in 2004, but again it decreased to 13,993,937 in 2005. In 2002 
Madhya Pradesh, in 2003 Assam, in 2004 Himachal Pradesh and in 2005 in Madhya 
Pradesh shows minimum mandays lost due to industrial unrest. Overall we can say that 
almost every State shows a fluctuating trend in this concern as per the data available in 
2005 after West Bengal and Andhra Pradesh, Gujarat, which is supposed to be the highly 
industrialized state of the country is reporting maximum mandays lost. 
Table 2.8 
Trends of Workers Involved in Industrial Disputes in Certain States 
[Period: 2001-2005] 
States 
Andhra Pradesh 
Assam 
Bihar 
Gujarat 
Himachal Pradesh 
Madhya Pradesh 
Uttar Pradesh 
West Bengal 
2001 
116178 
7000 
98156 
14833 
11892 
63317 
11463 
123327 
2002 
1054494 
3482 
6528 
17175 
4245 
4882 
40589 
217114 
2003 
658187 
8314 
62700 
29594 
3389 
2521 
32146 
422016 
2004 
34940 
32463 
71477 
27358 
4080 
33168 
50823 
438753 
2005 
98529 
19484 
23163 
51207 
6394 
84773 
46951 
258196 
Source: Ministry of Labour and Employment, Government of India, New Delhi. 
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Data noted in table (2.8) exhibits that the highest number of woricers involved in 
industrial unrest was in the State of West Bengal with 1,23,327. On the other hand the 
State of Assam has a lowest number of workers involved in 7,000 workers involved in 
this regard. So far as Andhra Pradesh is concerned, it shows a declining trend, as the 
number of workers involved in industrial unrest was 1,16,178 in 2001, which decreased 
to 98,529 in 2005. On the contrary, Gujarat and West Bengal which happens to be the 
highly industrialized States of the country showed an increasing trend in this regard 
because the number of workers involved industrial unrest were 14,833 in 2001 which 
increased to 51,207 in 2005 in Gujarat and same way in West Bengal this number 
increased from 123,327 in 2001 to 298,196 in 2005. 
Industrial Disputes in India during January-May 2006 
A review of current labour relations situation reveals a relative improvement in 
labour relations as compared to the past. During January-May 2006,there have been 97 
industrial disputes resulting in a loss of more than 24 lakh mandays, significantly higher 
than almost 19 lakh mandays lost during the corresponding period in the previous year. 
The difference in these comparable periods could be due to a relatively longer period of 
disputes during January-May 2006. In this period, there have been 16 disputes affecting 
5,460 workers with 1,75,026 mandays lost due to reasons other than industrial disputes. 
State-wise analysis of industrial relations during January-May 2006 reveals that, 
Tamil Nadu (22) followed by Andhra Pradesh (15) has experienced the maximum 
instances of strikes and lockouts. Apart from these two states which have shown higher 
numbers in terms of workers involved and mandays lost thereby, the State of 
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Maharashtra, Kamataka, Rajasthan and UP have also either experienced relatively intense 
agitation or losses in terms of higher number of mandays. 
Nevertheless, Maharashtra has fared better with regard to all three indicators as 
compared to those in the corresponding period in the last year. Similariy, other States like 
Rajasthan and Kerala have also shown the reduced instances in each of the three 
indicators of industrial disputes as compared to the corresponding period in the previous 
year. In terms of permanent closures and workers affected thereby in January-May 2006, 
the state of Tripura, continuing its last year's position, has recorded the highest numbers 
(14 units have been closed down and 119 workers affected), followed by Uttar Pradesh. 
Similarly, in terms of number of units affecting retrenchment and workers retrenched 
thereby, Gujarat and Uttar Pradesh have registered two closures, each, affecting 92 and 
39 workers, respectively. 
The primary causes of strikes and lockouts in various industries facing intense 
agitation from workers have been indiscipline and violence, wage rates and personnel 
issues. In terms of industry-wise permanent closures and workers affected thereby, during 
January-May 2006, the manufacturing sector has recorded the highest number (20 units 
have been closed down with 819 workers being affected) along with other industries like 
'wholesale and retail trade' and' community, social and personal services'. 
Similarly, in terms of number of units undertaking 106 retrenchment and workers 
affected thereby, 'mining and quarrying', 'manufacturing' and 'hotels and restaurants' 
have registered the highest instances. The incidence of the industrial disputes calls for an 
urgent need to rationalize labour laws in terms of regulating working hours and wages of 
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contract labour as well as establishing institutional machinery for dispute resolution. 
Some states like Andhra Pradesh, Madhya Pradesh and Maharashtra have proposed to 
seek relaxation in provisions of the central laws through state enactments. For instance, 
the government of Maharashtra has recently amended the Contact Labour Act to enable 
export units and industries in Special Economic Zones (SEZs) to hire certain category of 
employees (employees in canteens, security, courier services etc) on a contract basis. 
The Government of India has also constituted several Industrial Tripartite 
Committees to resolve industry-specific labour problems in the cotton textile industry, 
electricity generation and distribution, jute industry, road transport, engineering industry, 
sugar industry and chemical industry. These committees are expected to serve the 
interests of both the employers and the workers by promoting co-operation. Moreover, 
for the settlement of the industrial disputes, there are 17 Central Government Industrial 
Tribunals (CGITs) cum Labour Courts. 
Causes of Industrial Disputes 
Industrial disputes in India are caused due to a variety of factors. The following 
are the main causes of industrial disputes (V.B. Singh: 1968). 
Income 
It includes wages, bonus, provident fund, gratuity, pension, deamess allowances, 
overtime work etc. 
Employment 
It includes holidays, leave, shift duty and hours of work, welfare activities, code 
of discipline, grievance procedure etc. 
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Technological Changes 
It includes workload, rationalization schemes, modernization of plant etc. 
It is clear that there is no single cause of industrial unrest in India. In the earlier 
stages of industrial development 'wages' were the main cause of industrial disputes. 
Later on other issues like hours of work, working condition started gaining importance. 
In times of unionization, issues relating to union security, recognition of unions were the 
main causes. In times of depression retrenchment and lay-off etc. may assume permanent 
importance. Hence, we can say that the variations in the causes of industrial unrest 
indicate the changes in the pattern of workers' goals and aspiration as well as the 
changing image of labour, changes in the sociological scenario and the growth of 
economic inter-dependence in the country. The following tables show the causes of 
industrial disputes in India: 
Table 2.9 
Distribution of Industrial Disputes by Causes in India 
(Period: 1971-1994] 
(Percentage) 
Year 
1971 
1981 
1991 
1992 
1993 
1994 
Wages & 
Allowance 
34.3 
28.7 
24.3 
24.9 
23.8 
22.9 
Bonus 
14.1 
07.8 
03.9 
04.1 
04.0 
03.9 
Personnel & 
Retrench-
ment 
23.0 
21.4 
17.6 
18.1 
17.9 
17.0 
Leave & 
Hours of 
work 
1.4 
2.2 
0.8 
I.O 
1.3 
1.2 
Others 
27.2 
39.0 
53.6 
54.3 
53.9 
52.9 
Source: Various issues of Pocket Book of Labour Statistics, Ministry of Labour, 
Government of India, New Delhi. 
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Table 2.10 
Cause wise distribution of Industrial Disputes in India 
(Period: 1995 - 2002] 
(Percentage) 
Cause Group 
Wages and Allowances 
Personnel 
Retrenchment 
Lay-off 
Indiscipline 
Violence 
Leave and Hours of 
Work/Shift Working 
Bonus 
Inter/Intra Union 
Rivalry 
Gherao 
Non-Implementation of 
Agreements and 
Awards etc. 
Charter of Demands 
Work Load 
Surplus Labour 
Betterment of 
Amenities 
Suspension/Change of 
Manufacturing Process 
Standing 
Orders/Rules/Service 
Conditions/Safety 
Measures 
Others 
1995 
30.9 
18.8 
1 
0.4 
14 
i.3 
2 
7.6 
0.7 
0.1 
4.1 
5.9 
1 
-
1.7 
-
5 
5.5 
1996 
25.4 
19 
0.9 
0.3 
17.9 
1.1 
1.9 
8.6 
1.1 
-
4.4 
6.3 
0.5 
0.1 
1.9 
0.1 
2.9 
7.6 
1997 
24 
20.6 
0.6 
0.6 
19.4 
1.0 
2.4 
8.8 
0.9 
-
3.4 
5.4 
0.7 
0.1 
2.7 
-
2.7 
6.7 
1998 
22.20 
16.70 
0.80 
0.60 
21.50 
0.70 
1.30 
11.70 
0.70 
-
3.00 
9.30 
0.60 
-
1.10 
0.10 
1.20 
8.50 
1999 
23.20 
14.20 
1.10 
0.50 
22.70 
0.50 
1.00 
9.60 
0.90 
-
4.10 
12.30 
0.20 
0.30 
1.30 
0.10 
2.50 
5.50 
2000 
21.60 
11.50 
1.60 
O.IO 
26.10 
0.80 
1.00 
9.00 
0.80 
0.10 
3.20 
13.50 
0.40 
0.60 
1.50 
0.30 
1.90 
6.00 
2001 
26.9 
12.0 
1.5 
0.5 
25.0 
0.3 
0.2 
7.1 
1.1 
-
4.0 
11.0 
0.8 
0.2 
1.0 
0.5 
l.I 
6.8 
2002 
21.3 
14.1 
2.2 
0.4 
29.9 
0.9 
0.5 
6.7 
0.4 
0.2 
3.1 
10.5 
0.5 
-
0.4 
-
1.8 
7.4 
Source: Ministry of Labour and Employment, Government of India, New Delhi 
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Table 2.11 
Cause-wise Industrial Disputes (State and Central Spheres) in India 
(2004) 
Cause-Group 
Wages & Allowances 
Personnel 
Retrenchment 
Indiscipline 
Violence 
Leave & Hours of 
Work 
Bonus 
Inter/lntra Union 
Rivalry 
Non-implementation 
or 
connection with 
Labour 
Enactments, awards/ 
Agreements etc. 
Charter of Demands 
Work Norms/Loads 
Surplus 
labour/Shortage of 
Work 
Demand for Amenities 
Standing Orders/ 
Rules/ 
Service 
Conditions/Safety 
Others 
Not Known 
Total 
Number of 
Disputes 
Number 
114 
60 
1 
183 
4 
2 
16 
2 
5 
26 
3 
1 
1 
11 
24 
24 
477 
Percentage 
to Total 
23.9 
12.6 
0.2 
38.4 
0.8 
0.4 
3.4 
0.4 
1.0 
5.5 
0.6 
0.2 
0.2 
2.3 
5.0 
5.0 
100.0 
Numbers of 
workers involved 
Number 
1173878 
29473 
10 
134777 
2266 
469 
9384 
288 
689 
10481 
480 
19 
18 
488012 
13571 
208406 
2072221 
Percentage 
to Total 
56.6 
1.4 
0.0 
6.5 
0.1 
0.0 
0.5 
0.0 
0.0 
0.5 
0.0 
0.0 
0.0 
23.5 
0.7 
10.1 
100.0 
Number of man days 
lost 
Number 
3513557 
647276 
3070 
14993722 
384274 
2251 
249269 
2902 
8651] 
250380 
23749 
133 
18 
522195 
1453700 
1733360 
23866367 
Percentage 
to Total 
14.7 
2.7 
0.0 
62.8 
1.6 
0.0 
J.O 
0.0 
0.4 
1.0 
0.1 
0.0 
0.0 
2.2 
6.1 
7.3 
100 
Note: 0.0: Less than 0.05 Percent. 
Source: Ministry of Labour and Employment, Government of India, New Delhi. 
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An analysis of industrial disputes by causes brings into light some important facts 
e.g. wages and allowances were a major cause responsible for industrial unrest during 
1971 while personnel and retrenchment came next. Leave and hours of work were only a 
minor issue, the other causes were also as important as wages and allowances. By 1977, 
the share of wages and allowances and bonus increased from 31.2 per cent and 34.3 per 
cent and 14.1 per cent and 15.2 per cent respectively, while the share of personnel and 
retrenchment as well as leave and hours, and other causes declined. Wages and 
allowances and bonus causes revealed a decline in 1973 from 39.9 per cent to 34.1 per 
cent and 10.9 per cent to 10.3 per cent respectively. There is an increase in disputes as 
personnel and retrenchment causes recorded a minor increase. Share of leave and hours 
of work and other causes also rose. In 1979, the contribution of wages and allowances 
and bonus and personnel and retrenchment causes showed a declining trend, while leave 
and hours of work and other causes increased over 1977. 
Interestingly, since 1981, there has been a perceptible decline in the share of 
wages and allowances, bonus, personnel and retrenchment and leave and hours of work 
as major causes for strikes while share of other causes displayed rising trends. In 1989 the 
same above mentioned economic causes showed a declining trend and other non-
economic causes went up considerably. The same trend has persisted even during 2002 
but in 2004 the indiscipline was a major cause of disputes followed by wage and 
personnel (See Table 2.11). 
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Duration-wise Industrial Disputes 
The duration of industrial disputes gives the idea about the seriousness of the 
dispute. The data mentioned in the table 2.12 indicates the duration of the time taken 
during 1991 -2000. 
Table 2.12 
Duration-wise Industrial Disputes in India 
[Period: 1991-2000] 
One day 
or less 
More than 
1 upto 5 
days 
More than 
5 upto 10 
days 
More than 
10 upto 20 
days 
More than 
20 upto 30 
days 
More than 
30 days 
Total 
Source: V 
1991 
22.9 
21.2 
12.2 
12.0 
8.7 
23.0 
100.0 
arious is 
1992 
23.1 
23.2 
11.4 
11.8 
6.1 
24.4 
100.0 
sues of 
1993 
25.2 
22.4 
12.9 
10.1 
5.3 
24.1 
100.0 
^ocket E 
1994 
19.7 
21.3 
13.2 
12.4 
7.3 
26.1 
100.0 
look of 
1995 
15.6 
19.8 
14.6 
14.0 
8.1 
27.9 
100.0 
^abour 5 
1996 
14.3 
20.0 
13.7 
14.3 
9.4 
28.3 
100.0 
Statistics 
1997 
16.0 
19.5 
11.8 
14.4 
7.7 
30.6 
100.0 
, Minist 
1998 
19.1 
21.1 
11.5 
12.1 
7.3 
28.9 
100.0 
ryof 
1999 
25.5 
19.8 
13.5 
12.9 
6.0 
21.3 
100.0 
2000 
27.6 
24.1 
9.8 
11.9 
5.2 
21.4 
100.0 
Labour, Government of India, New Delhi. 
It can be observed from the data noted in above table that during 1991, 77 per 
cent of the disputes continued for less than 30 days. More or less the same trend persisted 
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till 1993. From 1994 to 1998 the disputes were some how prolonged in nature but again 
in the 1999 about 80 per cent of the disputes could not continue for more than one month. 
So, a definite idea can not be formed about the duration-wise industrial disputes since 
there is a typical kind of trend in it. 
Machinery for the Settlement of Industrial Disputes in India 
Machinery for the settlement of industrial disputes i.e. Conciliation Officer, Board 
of Conciliation, Court of Enquiry, Three Adjudicatory Levels; namely, Labour Courts, 
Industrial Tribunals and National Industrial Tribunals, and arbitration are the result of the 
adoption of the Industrial Disputes Act, 1947. The first two can be described as 'quasi-
administrative' and the court of inquiry and the three adjudicating levels as 'quasi-
judicial' whereas the arbitration is a voluntary action by both the parties. 
The Act has placed greater emphasis on the conciliation machinery through 
Conciliation Officers appointed for the specific areas or specific disputes. The 
Conciliation Officers may hold conciliation proceedings in a prescribed manner, if any 
industrial dispute exists or is apprehended. To bring about a settlement of dispute without 
delay, the Conciliadon Officer is required to investigate into all matters affecting them 
and 'do all such things as he thinks fit for the purpose inducing the parties to come to a 
fair and amicable settlement. In case of failure of conciliation, the government may refer 
the dispute for amicable settlement to a Board of Conciliation consisting of a Chairman 
who is an independent person and two or four members appointed in equal numbers to 
represent the parties to the dispute; to a Court of Inquiry for investigation, or to a Labour 
Court or Industrial Tribunals or National Industrial Tribunals for adjudication. The 
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awards of adjudication are binding on the parties concerned. The Act matces it 
compulsory that when an industrial dispute exists or is apprehended and the employer 
and the workmen agree to refer the dispute to arbitration by a written agreement, the Act 
has laid down the procedure, powers and duties of the authorities involved. Moreover, the 
government has set up a National Arbitration Promotion Board in July 1967 with a 
tripartite composition. Thus, the Industrial Relations Machinery is encompassing every 
type of device to settle industrial disputes. Table 2.14 reveals the number of disputes 
resolved by different methods of settlement during 1991-1999. 
Table 2.13 
Trends of Disputes Resolved by Different Methods of Settlement 
[Period: 1991-1999] 
Year 
1991 
1992 
1993 
1994 
1995 
1996 
1997 
1998 
1999 
Referred for 
Conciliation 
573 
464 
552 
541 
642 
638 
485 
223 
208 
Reported to have 
failed at 
Conciliation 
590 
473 
352 
343 
402 
295 
207 
143 
76 
Referred to 
Adjudication 
596 
747 
584 
400 
329 
391 
539 
304 
376 
Referred to 
Arbitration 
1759 
1684 
1488 
1284 
1373 
1324 
1231 
670 
660 
Source: Various issues of Pocket Book of Labour Statistics, Ministry of 
Labour, Government of India, New Delhi. 
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The data given in the above table shows that a vast majority of disputes for which 
bipartite solutions are not feasible were solved by industrial relations machinery, which 
acts on a wide scale in India, but is far from satisfactory. The mechanism of conciliation 
as a primary agency has been very much limited due to the time limit placed on the 
conciliation proceedings because the work of conciliation is delegated to the officers of 
the labour department, who are already over-burdened and, therefore, can not do full 
justice in the matter. Further, most of the conciliation officers are inexperienced and 
untrained and often refer the cases directly to adjudication. 
On the other hand, the parties look upon conciliation as a hurdle to be crossed for 
reaching the adjudication process. Its existence tempts labour to resort to adjudication, 
arbitration or even collective bargaining. In fact adjudication process, also makes delays 
in the settlement of industrial disputes and hardly promotes industrial harmony. 
Similarly, arbitration has also been opposed in the absence of the provisions for appeal 
against perverse awards and lack of experienced and trained arbitrators who are often 
biased against labour and their award is usually not in favour of labour because they are 
not well versed in the economic and technical aspects of industry. Further, it also 
involves delay in arriving at the award and settlement of industrial disputes. 
Suggestions for maintaining Harmonious Labour Relations 
The labour relations in a country may be good or bad. It largely depends upon the 
cultural, historical and socio-economic background of the country. If there are bad 
relations between the labour and management, then efforts should be made to foster a 
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constructive climate of good relationship between these two parties. The solution to the 
problems prepared by one country cannot be the solution to the problem of other country. 
Every country should make efforts to find out the solution of the problems of labour 
relations. But there are some common determinants, which can be found in all countries. 
The following fundamental principles should be followed to create good relationship 
between labour and management. 
There should be the solution to the problems of employees with mutual trust and 
confidence without any interference with responsibilities on either side. For this, the idea 
of giving up selfishness on the part of both the parties should be thoroughly adopted. The 
idea of progressive management should be encouraged for the cooperation and workers' 
participation in management. Thus positive steps should be taken to promote constructive 
cooperation between management and workers in all possible ways. • 
Collective bargaining at various levels should be promoted for the establishment 
of good labour relations. Management must consult the workers in all matters and the 
affairs of the undertaking and also provide them facilities for training and give them a 
share in the gains from higher productivity. But at the same time, the contribution of 
government machinery cannot be denied to solve the labour related issues. 
There should be determination of fair labour standards by the state and 
management for the amicable settlement of industrial disputes. If a problem could not be 
solved through collective efforts, the tripartite or tribunals should be established. 
Observance and implementation of bipartite and tripartite agreement should be 
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encouraged in real spirit and forms. It will result in easy solution of the industrial 
conflicts and tensions. 
There should be free, stable, responsible and recognized trade unions and peaceful 
relations should be developed through strong labour movement. The provision of proper 
education to workers is of utmost importance. The workers should possess complete 
knowledge of the work, technique, and equipment of production. Without such 
knowledge, he will hardly be in a position to take an active part in the joint discussion 
around the table. Fair wages and satisfactory working conditions should be made 
available to inculcate real interest among the workers working in the enterprise. 
Lastly, the management should realize the need and importance of human 
relations on the enterprise level and there should not be any discrimination on the basis of 
caste, religion, nationality or language among the working class. Therefore, maintenance 
of good human relations should be the main theme of labour relations. It may be helpful 
in the establishment of good labour relations. 
Sound labour relations therefore, are sine-quo-non-for increasing production and 
improving productivity as without industrial harmony, economic progress is severely 
retarded. But the problem is that labour has quite a different angle from that of 
management. Extensive use of machines has led to unemployment, exploitation of 
workers, raised the problems of energy, social destruction, pollution and bread strained 
relations between labour and management. However, harmonious labour relations are the 
pre-requisite for industrial progress, and a basis for the development of industrial 
democracy. It also paves the way to economic growth and social change. Industrial 
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harmony is undoubtedly an essential precondition, to maintaining grievances and 
complaints, maintaining industrial discipline, ensuring industrial peace and tranquility; 
increasing industrial efficiency and developing a committed and contended labour force. 
Industrial harmony is inextricably linked with the economic progress of the 
country. Industrial harmony brings about greater cooperation between employees and 
management, which ultimately results in better production that leads to the economic 
progress and prosperity of the country. 
Further, a quest for industrial harmony is indispensable when a country plans for 
economic progress. Economic progress is bound up with industrial harmony, which 
inevitably leads to more cooperation between employer and employees, which results in 
increased productivity and thereby contributes in all-around prosperity of the country. 
Human problems are increasing day by day in modem industrial society. The labour 
relations have assumed greater significance, because harmonious relationship increases 
the productivity of working class, which will ultimately increase production. Profit will 
be more with the increase in production. More profit will provide more wages, bonus and 
various other amenities to labour. Ultimate result of these increases would be that 
national income would also increase. Thus, the economic growth and social change to a 
large extent depends on good labour management relations. The worker is not a thing to 
be bought and sold but a self-respecting living rational human being. He is not merely a 
mean of production but is essentially a human being with a personality having sense of 
responsibility towards his family, the industry and nation. 
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The economic and social environment in which the worker has to work is of great 
significance to him. Thus, the factory conditions in respect of sanitation viz. ventilation, 
fencing, lighting, air etc. are of great consideration for the worker to select a particular 
industry. But the behaviour of the worker and whether the worker has a voice, in the 
establishment he works, is of fundamental importance in the present day life. All persons 
have equal rights as citizen and naturally the worker as a citizen wants that he should be 
heard in the affairs of the factory in which he is employed. He should have a say in 
formulating the rules and regulations under which he works. 
Whole hearted cooperation between the labour and management is the key to 
nation's progress. To ensure this employer and employee must realize their respective 
obligations to each other. The employee must work with the zeal that can come only from 
a feeling of oneness with the employees and the employer must, in his turn, realize that 
the gains of industry are not for his pocket alone and that they should be equitable and 
even generously shared with his workers. Every worker should feel that he is a co-owner 
of the industry in which he is engaged and every owner should feel and act as if he were a 
co-worker, working side by side with his employees. No worthwhile endeavour is 
possible unless there is a complete unity of thought and action. A mighty cooperative 
effort alone can produce great results and only confidence, faith and justice can sustain 
that effort. 
Thus, good labour relations will fulfill the economic needs of the country in the 
best possible manner on the other hand; bad labour relations would cause strikes and 
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lockouts, unemployment and will bring the national income down. Therefore, good 
relationship between both the parties should be maintained, as it is the call of the day. 
Conclusion 
To summarise, it is inferred from the discussion that economic reforms have 
affected labour relation patterns in Indian industries. This is evident from the fact that 
percentage of strikes and lockouts to total number of industrial disputes has gone down in 
the post refonns period. This may be due to an increased awareness of employees 
towards social responsibilities, to create a healthy environment, and change in the pattern 
of employment, i.e. engaging temporary workers proportionately more than permanent 
labour resulting in the erosion of job security to the workers. Another reason for decrease 
in the number of disputes ma) be due to the role of Government and Labour Department 
in aiding and maintaining a harmonious balance between labour and management so that 
there is conducive atmosphere for achieving the objectives of growth and prosperity. 
The economic refonns have affected the industrial relations in Indian industries in 
other ways also. Today employers are facing increased competition and are aggressive in 
adopting unfair labour practices. The employees are also aware of their rights, the policy 
of downsizing and the concept of contract labour. The change in the policy of the 
government post reforms to amend labour laws empowering the employer to hire and fire 
the employees as and when needed has also affected the labour relations system. This 
emphasizes the need for a better coordination among the various parties involved in 
resolving workers' problems and for the promotion of industrial peace for overall 
development of the economy of the country. 
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Having discussed the conceptual framework of labour relations here, the next 
chapter is devoted to study of the performance and growth of sugar industry of India in 
general and of Uttar Pradesh in particular so as to prepare a background for the study of 
emerging labour relations in sugar industry of Uttar Pradesh. 
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CHAPTER-III 
PERFORMANCE AND GROWTH OF SUGAR 
INDUSTRY OF UTTAR PRADESH: AN OVERVIEW 
The preceding chapter discussed the conceptual exposition of labour relations. 
It also emphasized on the emerging trends in labour relations under liberalized Indian 
economy. The present chapter focuses on the performance and growth of sugar 
industry of India in general and of Uttar Pradesh in particular. 
Historical Background of Sugar Industry in India 
The manufacture of sugar in India dates back to the fourth and sixth centuries 
and there is ample evidence to show that India is an original home of sugar. Initially, 
the sugar manufacturing process includes, cutting the sugarcane into small pieces and 
then crushing it under heav>' weight to obtain cane juice. The juice as obtained was 
boiled and stirred regularly until it became solid. It is said that it is from India that 
sugar cane spread to the other countries. From India, the growing of sugar cane spread 
to China, Sri Lanka, Java and Iran, in the sixth century and Spain in the eighth 
century. In the cause of their conquest, from the seventh to ninth century, the Arabs 
introduced the growing of sugar cane and manufacturing of sugar into Cyprus, Egypt 
and North Africa. 
The cultivation of sugarcane was promoted in all tropical colonies of the 
European Nations after the discovery of America. It spread to Cuba in 1511, Mexico 
in 1522 and Jamaica in 1527. During the first three decades of the 19"^  century, Gur 
and Khandsari were far more important than the sugar in the home market and India 
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used to export it (unrefined sugar) upto the first five decades of the 19* century. But 
India lost its share of total export in the hands of Europe because of the introduction 
of beet sugar in the world market and till 1930 the intense competition from the beet 
producing made the situation of sugar mills of our country quite hope less. 
Today, India is the largest consumer and second largest producer of sugar in 
the world next to Brazil. The sufficient and well distributed monsoon rains, rapid 
population growth and substantial increase in sugar production capacity has combined 
to make India the largest consumer and second largest producer of sugar in the world. 
The Indian sugar industry has not only achieved the distinction of being one of the 
largest producer of white plantation crystal sugar in the world but has also turned out 
to be a massive enterprise of gigantic dimensions. 
The data set out in table 3.1 highlights the area under sugar cane, production 
of sugarcane, number of sugar factories, average capacity, total sugar produced in all 
over India and recovery of percentage of sugar, molasses production and molasses 
cane percentage during the year 1930-31 to 2004-05. 
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Table (3.1) exhibits that during the year 1930-31 the number of sugar factories 
in operation in India was 29, which increased to 148 in the year 1940-41 recording a 
growth of more than five times over 1930-31. In 1950-51 the number of factories 
declined to 139 showing the closure of 09 factories. But again in the year 1960-61, the 
number of factories increased and reached to 174. Due to planning era licenses were 
issued to many new sugar factories and this led to an increase in the number of sugar 
factories in year after year and it reached to 385 in the year 1990-91 showing an 
increase of more than thirteen times over 1930-31. The number of sugar factories 
jumped to 453 in the year 2002-03 due to delicencing policy of the government 
announced in the year 1998, which led to the establishment of new sugar factories. 
However, an account of closure of many sick sugar factories, the number of factories 
declined to 422 and 400 only in the year 2003-04 and 2004-05 respectively. 
Table (3.1) also reveals that the production of sugarcane in India was 36354 
thousand tonnes in the year 1930-31 which increased to 51978 thousand tonnes in the 
year 1940-41 recording a growth of around 50 percent. In the year 1950-51 the 
production of sugarcane was 54823 thousand tonnes. In the year 1960-61 the 
production of sugarcane became double that of the past year i.e. 110001 thousand 
tonnes. The production continuously increased and reached to 297208 thousand 
tonnes in the year 2001-02. But in the year 2002-03 the production of sugarcane 
decreased as 287383 thousand tonnes. The production of sugarcane again decreased to 
233863 thousand tonnes in 2003-04. In the year 2004-05 the production of sugarcane 
stand increased to 237077 thousand tonnes. The decline in the production of 
sugarcane may attribute to bad crop of sugarcane. 
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The data further shows the total sugar produced in India since 1930-31, when 
it was 120 thousand tonnes. It increased to 1113 thousand tones in the year 1940-41 
recording a growth of around 10 times. In the year 1950-51 total sugar produced was 
1100 thousand tonnes showing the decrease of 13 thousand tonnes over 1940-41. But 
in the year 1960-61 total sugar produced was recorded as 3021 thousand tonnes. In 
the year 1998-99 the total sugar produced was 1539 thousand tonnes only. Sugar 
produced in 1999-2000 was 18200 thousand tonnes which went up further to 21045 
thousand tonnes in 2002-03. The production of sugar started decreasing thereafter and 
in the year 2004-05 the total sugar production was recorded as 12690 thousand 
tonnes. 
Pattern of Production of Sugar in India 
The production of sugar in the country during the last few years has shown 
fluctuating trends after a record production of 201 lakh tonnes in the year 2002-03, 
the production declined to 170 lakh tonnes during the season 2003-04. However, India 
still remains the second largest producer of sugar in the world after Brazil, leaving 
behind Cuba at third place. 
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Table 3.2 
Trends in the Area, Output and Productivity of Sugarcane and Sugar during 
Five Year Plans 
Plan 
I 
11 
III 
IV 
V 
VI 
VII 
VIII 
IX 
"" 
Area under 
Sugarcane 
Cultivation (lakh 
hectare) 
18.46 
24.56 
28.36 
27.52 
31.51 
29.53 
36.86 
39.31 
41.11 
44.68 
Production of 
Sugarcane (lakh 
tonnes) 
726.92 
1105.44 
1239.90 
1408.05 
1760.65 
1703.19 
2410.46 
2673.84 
2924.00 
3112.31 
Yield (ton per 
hectare) 
39.4 
45.0 
43.7 
51.2 
56.2 
57.7 
65.4 
68.0 
75.0 
78.01 
Source: Handbook of Sugar Statistics, Department of Agriculture & Cooperation, 
Ministry of Agriculture, Govt, of India, New Delhi, June 2004. 
It is evident from the data set out in (Table 3.2) that the area under sugarcane 
cultivation has gone up from 18.46 lakh hectare in First Plan to 44.68 lakh hectare in 
tenth plan, a rise of 142.03 per cent. Similarly the productivity of sugarcane per 
hectare rose to 78 tonnes per hectare during tenth five year plan from 39.4 in first 
plan, indicating a rise of 97.96 per cent over first plan. While the production of 
sugarcane, which was 726.92 lakh tonnes in first plan increased to the level of 2924 
lakh tonnes at the end of Tenth Plan. Thus the percentage increase in production of 
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sugar is much more higher than the percentage increase in the total cane production 
and average yield of sugarcane per hectare. It is necessary to mention that continued 
increase in the areas of sugar could be ensured only if the industry functioned on a 
reasonably profitable basis and payments are made to the cane growers regulaxly 
without delay. Besides, the statutory cane prices fixed by the government must be 
announced much before the commencement of crushing season. It influences the area 
under sugarcane cultivation to the large extent. 
The more peculiar feature, which emerged fi-om the foregoing table, is that the 
production of sugar has been fluctuating from season to season e.g. four years of 
higher production followed by one year of normal production and then another two 
years of low production. 
Table 3.3 
Trends in Installed Capacity of Sugar Industry in India 
[Period: 1995-96 to 2004-05] 
(In Lakh tonnes) 
YEAR 
1995-96 
1996-97 
1997-98 
1998-99 
1999-00 
2000-01 J 
2001-02 
2003-04 
2004-05 
Andhra 
Pradesh 
6.79 
7.49 
8.:;4 
8.59 
8.84 
8.84 
8.84 
9.01 
9.08 
Bihar 
4.12 
4.01 
4.27 
4.36 
4.73 
4.73 
4.73 
4.84 
4.84 
Kamataka 
8.37 
8.37 
8.93 
10.15 
10.83 
11.33 
11.83 
14.46 
14.59 
Maharashtra 
39.86 
43.00 
45.86 
49.12 
52.43 
55.86 
61.61 
69.35 
69.78 
Punjab 
6.25 
6.25 
6.25 
6.25 
6.60 
6.60 
6.84 
6.84 
6.84 
Uttar 
Pradesh 
34.79 
36.39 
38.98 
41.89 
46.33 
47.02 
47.61 
44,10 
45.36 
Others 
2.21 
2.14 
2.14 
2.15 
2.14 
2.14 
-
-
-
All 
India 
128.46 
134.59 
142.75 
150.88 
161.81 
168.20 
176.20 
188.02 
189.85 
Source: Cooperative Sugar, New Delhi, June 2006 vol. 37 No. 10 
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Table 3.3 shows all India installed capacity of sugar factories during 
the year 1995-96 was 128.46 lakh tonnes, which went up 189.85 lakh tonnes in the 
year 2004-05. State wise analysis reveals that the installed capacity of sugar factories 
has all through been highest in Maharashtra i.e. 39.86 in 1995-96 and 69.78 in 2004-
05 followed by Uttar Pradesh where the installed capacity of sugar factories was 
34.79 lakh tonnes in 1995-96, the same increased to 45.36 lakh tonnes in 2004-05. In 
Bihar, the installed capacity of sugar factories was lowest i.e. 4.12 lakh tonnes in 
1995-96 which increased gradually to 4.84 lakh tonnes in 2004-05. 
Trends in Consumption of Sugar in India 
There has been spectacular rise in the demand of sugar in recent years. Though 
it did not pose any problem until the 80s as the production was in excess of demand, 
except in the year when thei-e was a sharp decline in output due to adverse weather 
conditions. What is, however, striking is the steady growth in the consumption of 
sugar, since last few years. The direct consumption by households and indirect 
consumption by industries for soft drinks, food products and confectionery are 
currently evenly placed. 
• With increased consumerism and preference for packaged foods, the indirect 
consumption of sugar is likely to witness higher growth. 
• The growth in population, spurt in per capita consumption and the demand 
shift from Gur/Khandsari etc. to white sugar with increase in living standards 
would add to the demand. 
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• As a result of blending ethanol with petrol the country is likely to witness a 
switch in production to sugar and ethanol depending on the profitability of 
these segments, and realize the growth potential therein. 
• The growing vehicuhir population as well as the crude prices will also be the 
demand drivers for the industry. 
Government Policy: 
Sugar is a controlled commodity in India. It is covered under the purview of 
the Essential Commodities Act, 1955. The government controls sugar capacity 
additions through industrial licencing, determines the price of the major input 
(sugarcane), decides the quantity that can be sold in the open market, fixes the prices 
of levy quota sugar, etc. Government control over all the aspects of the production 
and sale of sugar extends to the level of wholesalers in the distribution chain. All 
sugar wholesalers need to obtain a licence issued by the government before they can 
begin to operate. Also they should conform to government notifications for the 
amount of inventories they can maintain. 
New sugar factories should have minimum economic capacity of 2500 TCD 
with no maximum limit on capacit}'. However, in industrially backward areas, 
cooperative and public sector new units are allowed with an initial capacity of 1750 
TCD subject to the condition that the units would expand their capacities to 2500 
TCD within five years of going into production. 
The past policies have helped in planned development of the sugar industry 
taking into account economic size and availability of sugarcane and simultaneously 
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avoiding unhealthy competition. The mushrooming growth of cooperatives, whose 
performance is worsening of late, is also an offshoot of these policies. 
Further, a large number of parties had obtained licences during 1990s but are 
not implementing them due to several reasons, blocking entry of other interested 
parties. To tackle this problem, the government has reduced validity of Letter of 
Intent from three years to one year. The sugar industry is delicenced since August 
1998 and any interested party/person is allowed to set up a sugar mill in the country 
provided it satisfies a few conditions. The new sugar factory is at a minimum distance 
of 15 km from an existing/already licenced sugar factory. No incentive will be 
provided and new units have to adhere to levy quota regulation from first year of 
operations. 
Decontrol Policy: 
A high powered committee under the aegis of B.B. Mahajan was set up in 
1998 to review the various facets of the sugar industry. The committee has given the 
following recommendations: 
• Decontrol of sugar prices in a phased manner over a period of two years. To 
begin with, the levy free ratio of 40:60 be modified to 20:80 for the year 1998-
99 followed by full decontrol in the year 1999-2000. 
• Discontinuation of sugar supply through PDS as there is large-scale leakage of 
levy sugar into open market. 
• Expansion projects to be excluded from the purview of licensing. But the 
licensing for new mills should be continued with little modifications. 
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Monthly issue of sugar quota to be continued even during the era of 
decontrolled prices. 
Continuation of Statutory Minimum Price (SMP) which will be based mainly 
on the cost of production of sugarcane and return to the growers from alternate 
crops and not on price of sugar in market. 
Cane pricing board to be set up which will announce sugarcane prices at the 
start of every season. The board will be having representation from all the 
players of the industry. 
Sugar exports should be at least one million tonne. 
Sugar duty to be increased and imports to stay under Open General Licence 
(OGL). 
Licensing of wholesale dealers and stock restrictions to be abolished. 
Government has taken final decision on all the jpcopameridatjo^ of the 
Mahajan Committee. 
•<^AS<s ] 
Sugarcane Pricing Policy: ' / 
The Central Government fixes the SMP of sugarcane in tcssBsoiJQieMse 3 of 
the Sugarcane (Control) Order, 1966 for each sugar season. The SMP is fixed on the 
basis of the recommendations of the Commission for Agricultural Costs and Prices 
(CACP) and after consulting the State Governments and associations of sugar 
industry and cane growers. The SMP is fixed having regard to the following factors: 
(a) Cost of production of sugarcane; 
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(b) Return to the growers from alternative crops and the general trend of prices of 
agricultural commodities; 
(c) Availability of sugar to consumers at a fair price; 
(d) Price at which sugar ijroduced from sugarcane is sold by sugar producers; and 
(e) Recovery of sugar from sugarcane. 
Statutory Minimum Price (SMP) of Sugarcane: 
The SMP of sugarcane payable by sugar factories for each sugar season since 
1999-2000 has been shown in table 3.4. It is observed that SMP of Sugarcane for the 
year 2003-04 sugar season was fixed at Rs. 73 per quintal linked to a basic recovery 
of 8.5 per cent, subject to a premium of 85 paise for every 0.1 per cent point increase 
in the recovery above that level. 
Table 3.4 
Showing Statutory Minimum Price (SMP) of Sugarcane 
[Period: 1999-2000 to 2004-05] 
Sugar Seasons SMP (Rs. Per quintal) 
1999-2000 56.10 
2000-2001 59.50 
2001-2002 62.05 
2002-2003 69.50 
2003-2004 73.00 
2004-2005 74.50 
Source: Ministry of Food and Consumer Affairs, Government of India, New 
Delhi. 
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Some of the State Governments, however, have been advising the sugar 
factories to pay cane price, as State Advised Price (SAP) generally at a higher level 
than the SMP. The Statutory Minimum Price announced by the government year after 
year is used as a benchmark by the state governments to fix their state-advised price. 
The state-advised price could be a recovery-linked average or just a flat rate. 
The above said pricing procedure has been adopted so as to protect the farmers 
and ensure them a good price for cane. It also reduces the impact of cane prices on the 
cost structure of different mills depending on their location. 
Sugar pricing and distribution 
The government enforces a dual pricing policy for the sugar industry. 
Presently, 40 percent of the produce is sold at a fixed price to the government, which 
is used for public distribution system and other market operations. The new and 
expanded sugar plants are exempted from the levy quota for a period of five to eight 
years, which makes the new sugar units more profitable. But mills under levy are free 
to sell the remaining 60 per cent of sugar (as 40 per cent is supplied to the 
government) in the open market at the market-determined price. The government 
controls supply of sugar in the open market through monthly sugar-release 
notifications based on market conditions and thus influences the open market prices to 
a great extent. 
Though the incentive scheme has achieved the objective of attracting more 
players, due to better margin than existing players, the returns for older units reduce 
substantially due to low increase in levy prices for controlling fiscal deficits. 
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However, new units face the problem of procuring sugarcane from the farmers and 
sometimes end up paying a premium to SAP. 
Import Policy 
The government controls import of sugar through import policy and custom 
duties based on a demand-supply mismatch in the country. In the past, imports were 
allowed only through government agencies or institutions, but since 1997, private 
parties have been allowed to import and distribute sugar in the country. 
In 1997, sugar was placed under Open General License (OGL) and allowed to 
be imported at zero sugarcane leading to excess supply and closing stock in the 
industry. The slowdown in demand in other Asian countries only further added to 
boost exports from other Asian countries into India, which provides a subsidy of Rs. 
4/- per kg for exported sugar. To overcome the problem, the Government of India 
announced customs duty of 5 per cent ad valorem and countervailing duty of Rs. 
850/- per ton on 28'*' April 1998. But the devaluation of Asian currencies along with a 
depression in the region pushed up the supply through imports in to the country. 
In September 1998, all imports were asked to register with APEDA 
(Agricultural and Processed Food Products Development Authority) so as to monitor 
the amount of sugar imported into the country. Presently, imports are mainly carried 
out by multinaitional trading firms having a well-established distribution network in 
the country. 
On January IS"', 1999, the customs duty on sugar was increased to 20 per cent 
so as to protect the Indian sugar industry from excess supply through imports. But this 
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has made little impact on imports from Pakistan, which has raised subsidies for 
ports and Brazil, which has devalued its currency. 
To further discourage imports, Indian sugar companies are demanding an 
ex 
increase in duty to 50 per cent as India is allowed to impose a maximum of 150 per 
cent customs duty on agro processed foods as per WTO. But the Government of India 
is in no hurry to increase customs duty as it feels domestic sugar prices will increase 
in tandem with increase in landed prices of sugar as a result of increase in customs 
duty. 
Table 3.5 
Showing the Import of Sugar in India 
[Period: 1995-96 to 2004-05] 
Year 
1995-96 
1996-97 
1997-98 
1998-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
2004-05 (P)* 
* Provisional 
Quantity 
(Tonnes) 
150630 
231131 
346905 
900471 
1181183 
30404 
26578 
41430 
74400 
211199 
Value 
(Rs in Crores) 
215.89 
3.18 
470.25 
1111.22 
1110.80 
31.11 
32.60 
32.83 
62.70 
255.51 
Source: DGCIGS, Kolkata. 
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Export Policy 
Till 15.1.1997, the export of sugar was being carried out under the provisions 
of the Sugar Export Promotion Act, 1958 through the notified export agencies, 
namely Indian Sugar & General Industry Export Import Corporation (ISGIEIC) and 
State Trading Corporation (STC). The Sugar Export Promotion Act, 1958 was 
repealed with effect from, 15.1.1997 and the export of sugar was decanalised. Under 
the decanalised system, export of sugar was subject to quantitative ceiling fixed by 
Government and issue of Registration-Cum-Allocation Certificates from the 
Agricultural and Processed Food Products Export Development Authority (APEDA). 
With effect from 1.4.2001, Government has lifted the quantitative ceiling on 
export and has dispensed with the requirement of registration-cum-allocation 
certificates from APEDA. Thus, export of sugar is freely allowed without any 
quantitative restriction under the EXIM Policy. However, Department of Commerce 
Vide their policy circular No. 46(re-2003)/2002-2007 DT. 30.08.2004 have amended 
Exim Policy in respect of preferential quota export to EEC and USA, which have 
been permitted through Indian Sugar Exim Corporation Ltd. 
In the present changed scenario, the Govermnent has taken the following 
decisions: 
(i) The quantity of sugar released for export is treated as advance free sale release 
to be adjusted in the free sale stocks of the sugar factories after a period 18 
months. However, the above incentive will not be allowed in respect of export 
of sugar made against Release Order for export of sugar issued by Directorate 
of Sugar on or after 21.06.2004. 
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(ii) 
(iii) 
(iv) 
Exemption from levy obligation the quantity of sugar exported has been 
withdrawn in respect of release orders issued by Directorate of Sugar for 
export of sugar on or after 21.06.2004. 
Reimbursement of internal transport and freight charges on export shipments 
of domestically manufactured sugar has been withdrawn w.e.f. 21.06.2004. 
DEBP at the rate of 4 per cent of the FOB value of export of sugar has been 
allowed. 
As per the information published by DGCIS, Kolkata, the export of sugar 
since 1995-96 are given in Table (3.6) 
Table 3.6 
Showing the Export of Sugar from India 
[Period: 1995-96 to 2004-05] 
* Provisional 
Source: DGCIGS, Kolkata. 
Year 
1995-96 
1996-97 
1997-98 
1998-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
2004-05 (P)* 
Quantity 
(Tonnes) 
434320 
667274 
173282 
12735 
12990 
338691 
1456448 
1662370 
1200600 
60731 
Value 
(Rs. in Crores) 
597.34 
860.80 
244.44 
17.36 
18.14 
430.98 
1728.28 
1769.49 
1216.59 
66.70 
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Location Pattern 
Currently, the sugar industry in India is dominated by the cooperative sector, 
which accounts for more than 55 per cent in terms of the total factories, ir^stalled 
capacity and production. Six States - Maharashtra, Uttar Pradesh, Tamil Nadu, 
Kamataka. Gujarat and Andhra Pradesh - account for over 90 per cent of total 
sugarcane and sugar production in the country with Maharashtra alone accounting for 
30 per cent of India's total sugar production. 
Interestmgly, over the last six years, the past vicious cycle of shortage and 
surplus was overcome with the country entering into a phase of surplus and even glut 
in sugar production, thanks to the emergence of efficient and modem sugar mills, 
mostly in the private sector in spite of "constricted" policy of the Government. 
Uttar Pradesh ranks uppermost among the sugarcane growing states followed 
by Maharashtra, Kamataka and Bihar, Tamil Nadu and Andhra Pradesh etc. At the 
begimiing of the plamiing era, more than half of the total sugar producing units were 
located in the sub-tropical beh of Uttar Pradesh and Bihar. With the increasing 
irrigation facilities and keen interest shown by the state governments, for the 
development of sugar industry in Maharashtra, Kamataka and Tamil Nadu, there has 
been a shift from North to South. 
International Status 
Sugar is produced in 110 countries. The leading sugarcane producing 
countries are Brazil, India, Australia, Thailand, China and Cuba. Sugar is extracted 
from two different raw materials, sugarcane and beet. Both produce identical refined 
sugar. Sugarcane is grown in semi-tropical regions, and accounts for around two-
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thirds of world production. Beet is grown in temperate climates, and accounts for the 
balance one third of world production. The Russian Federation, Ukraine and Europe 
account for around 80 per cent of total beet sugar production. In addition to weather 
conditions, diseases, insects, and quality of soil, production of sugarcane and beet are 
affected by international trade agreements and domestic price support programmes. 
The consumption of sugar in Asian countries is increasing as a direct result of 
lower sugar prices and free availability. During the 25-year period from 1970-71 to 
1995-96, Asia recorded an impressive increase of 27.7 million tonnes in sugar 
consumption, up from 17.5 in 1970-71 to 45.2 million tones in 1996-96. 
Exclusive of the Asian region, in the rest of the world, the growth in 
consumption has been of the order of merely 17 million tonnes during 1970-71 to 
1995-96, reflecting a GAGR of only 1.06 per cent or about 30 per cent of the 
consumption growth rate recorded for Asia. 
Among the Asian countries, in absolute terms, the increase in consumption in 
the above period has been the highest in India at around 10.1 million tonnes followed 
by China at 4.9 million tonnes, Pakistan at 2.2 million tonnes and Thailand at 1.2 
million tonnes. The highest per capita annual growth in consumption was recorded in 
Thailand and Pakistan at 13 per cent each followed by India at 9 per cent and China at 
5.9 per cent. 
Asian per capita consumption of sugar showed a progressive upward growth 
from 8.7 kg in 1971 to 16 kg in 2001. The very fact that global per capita 
consumption during this period has remained static at about 20 kg clearly suggests 
85 
Performance & Growth of Sugar Industry of U.P. - An Overview 
that excluding Asia, demand for sugar in the rest of the world was brought about by 
increase in population. 
In the 30 year period from 1971 to 2001, there was a quantum jump in Asian 
produetion by almost 400 per cent from 13.5 million tonnes to 51 million tonnes, 
refleeting a GAGR of 4.4 per eent. In the rest of world, during the same period, a 
mueh smaller inerease of only 1.34 per cent was registered from 60 million tomtes to 
84 million tonnes. 
,„ absolute terms, the Asian production is only 32 per cent of the total world 
produetion. On the other hand, it aceounts for 38 per eent of the worid oonsumptton. 
The total eonsumption of sugar in Asia exceeds the production by about 5 million 
torares; while in the rest of the world (excluding; while in the rest of the world 
(excluding Asia), production exceeds consumption by about 10 million tonnes. 
Therefore, Asia provides a market for roughly 5 million tomtes of surplus sugar from 
the rest of the world. The increase in world sugar produetion is expected from Brazil, 
India, Turkey and some South African countries. The production in Australia, the 
Philippines, Indonesia, Mexico and the European countries is expected to drop for the 
current year. 
The major exporters in the world market are Brazil, South Africa and 
Australia. The major importers are the Russian federation, USA, Europe, Japari, 
Korea and Indonesia. Many countries provide indirect subsidy to exports of sugar so 
as to give a boost to the sugar industry and to overcome demand-supply mismatch in 
the domestic market. The subsidy varies from a peak level of Rs. 23 per kg to Rs. 3 
per kg from country to country. 
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India has maintained its position as the 2"" largest sugar producing country in 
the world, having a share of over 15 per cent of the world's sugar production. The 
production of sugar in India vis-a-vis the global production of sugar has been depicted 
in Table 3.7. 
Table 3.7 
Showing Production of Sugar in India vis-a-vis the Global Production 
[Period: 1996-97 to 2002-03] 
Sugar Season 
1996-97 
1997-98 
1998-99 
1999-00 
2000-01 
2001-02 
2002-03 
Global 
production 
123.8 
127.0 
133.4 
136.2 
130.0 
135.2 
143.0 
Source: www.indiansu2ar.com 
India's 
Production 
14.0 
14.0 
16.9 
19.8 
20.1 
20.0 
21.6 
(000' tonnes) 
India's production as % to 
Global Sugar Production 
11.3 
11.0 
12.7 
14.5 
15.5 
14.8 
15.1 
The data set out in the table 3.7 shows that India's share in the total production 
of sugar has been increasing year after year. Global production of sugar was 123.8 
thousands tonnes in 1996-97 while India was having the total production of sugar 14 
thousand tonnes during the same period i.e. 11.3 per cent to the world sugar 
production. The total production of sugar in the world market has increased from 
136.2 thousand tonnes in 1999-2000 to 143 thousand tonnes in the year 2002-03. 
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While India has recorded an increase in the production of sugar from 19.8 thousand 
tonnes in 1999-2000 to 21.6 thousand tonnes in the year 2002-03. The contribution of 
India in the global production of sugar has increased to 14.5 per cent in 1999-2000 
and again went up to 15.1 per cent during the year 2002-03. It is mainly because of 
expansion in the capacities of the sugar units. With delicencing of sugar sector, sugar 
units are now free to expand their capacities and also put up higher capacity new 
units. 
Table 3.8 
Showing Country-wise Production, Import and Export of Sugar 
[Period: 1997-98 to 2004-05] 
('000 tonnes, raw value) 
Australia 
Production 
Imports 
Total Supply 
Exports 
Domestic 
Ending Stocks 
Brazil 
Production 
Imports 
Total Supply 
Export 
Domestic 
1997-98 
5567 
2 
5797 
4554 
990 
253 
15700 
0 
16560 
7200 
8800 
1998-99 
4997 
4 
5254 
4076 
995 
183 
18300 
0 
18860 
8750 
9100 
1999-00 
5448 
5 
5636 
4123 
995 
518 
20100 
0 
21110 
11300 
9100 
Year 
2000-01 
4162 
5 
4685 
3056 
995 
634 
17100 
0 
17810 
7700 
9250 
2001-02 
4610 
5 
5249 
3607 
1020 
622 
20400 
0 
21260 
11600 
9450 
2002-03 
5350 
5 
6012 
4219 
1050 
743 
23760 
0 
23970 
14230 
9640 
2003-04 
5023 
5 
5690 
3907 
1200 
583 
25530 
0 
25800 
14540 
10050 
2004-05 
5300 
5 
5888 
4080 
1200 
608 
27550 
0 
28760 
16700 
10250 
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Consumption 
Ending Stocks 
Cuba 
Production 
Imports 
Total Supply 
Export 
Domestic 
Consumption 
Ending Stocks 
European Union 
Production 
Imports 
Total Supply 
Export 
Domestic 
Consumption 
Ending Stocks 
India 
Production 
Imports 
Total Supply 
Export 
Domestic 
Consumption 
Ending Stocks 
Pakistan 
Production 
Imports 
560 
3200 
0 
3500 
2500 
690 
290 
19305 
1829 
23669 
6361 
14307 
3001 
14592 
1000 
22571 
21 
16700 
5850 
3805 
21 
1010 
3760 
0 
4328 
3120 
720 
488 
17818 
1867 
22686 
5329 
14250 
3107 
17436 
1075 
24361 
10 
16977 
7374 
3791 
8 
710 
4060 
0 
4548 
3400 
710 
438 
19498 
1786 
24391 
6138 
14523 
3730 
20219 
438 
28031 
25 
17296 
10710 
2595 
280 
860 
3500 
0 
3838 
2980 
720 
238 
18520 
1839 
24089 
6607 
14420 
3062 
20480 
0 
31190 
1360 
17845 
11985 
2648 
1100 
210 
3610 
0 
3848 
3000 
740 
108 
16230 
2018 
21668 
4200 
14190 
3278 
20340 
30 
31365 
900 
18455 
13000 
3453 
32 
100 
2200 
0 
2328 
1550 
700 
78 
18664 
2100 
22695 
5403 
14529 
2763 
20100 
20 
31790 
1700 
20750 
9340 
3670 
0 
1210 
2100 
0 
2932 
2200 
700 
32 
16506 
2000 
22370 
4703 
14411 
3256 
16670 
100 
29200 
400 
20500 
8300 
4047 
0 
1810 
2300 
0 
2432 
1650 
700 
82 
19909 
2257 
27143 
5228 
17627 
4288 
15880 
1000 
25180 
20 
20700 
4460 
3662 
0 
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Total Supply 
Export 
Domestic 
Consumption 
Ending Stocks 
United States 
Production 
Imports 
Total Supply 
Export 
Domestic 
Consumption 
Ending Stocks 
4331 
628 
3200 
503 
7276 
1962 
10588 
162 
8903 
1523 
4302 
540 
3210 
552 
7597 
1655 
10775 
209 
9079 
1487 
3427 
0 
3300 
127 
8203 
1484 
11174 
112 
9049 
2013 
3875 
0 
3450 
425 
7956 
1143 
11412 
128 
9287 
1997 
3910 
0 
3450 
460 
7172 
1396 
19565 
98 
9292 
1175 
4130 
300 
3500 
330 
7620 
1510 
10292 
141 
8699 
1452 
4844 
214 
3600 
1030 
8132 
1505 
11144 
181 
8946 
2017 
4692 
214 
3650 
828 
7793 
1443 
11253 
136 
8986 
2131 
Source: Annual Report, Department of Agriculture, United States of America, 2004. 
It is evident from Table 3.8 that Brazil holds the first position among the sugar 
producing countries of the world with a record production of 15700 thousand tonnes 
of sugar in 1997-98, which went up to 20400 thousand tonnes in 2001-02 indicating 
an increase of about 30 per cent. Again in the year 2004-05, the total production of 
sugar in Brazil reached to 27550 thousand tonnes. Another interesting fact shown in 
the Table j.S is that Brazil is the only one country in world where the import of sugar 
is nil. 
India is the world's largest consumer of sugar. The total consumption of sugar 
in India was 16700 thousand tonnes in the year 1997-98, which increased to 18455 
thousand tonnes in 2001-02 registering an increase of about 10.5 per cent. The 
consumption of sugar further increased to 20700 thousand tonnes in the year 2004-05 
indicating an overall increase of 24 per cent. The increase in the pattern of 
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consumption of sugar in India is mainly because of rapid urbanization, availability of 
sugar at fair prices and free movement of sugar in the market etc. Presently 85 per 
cent of sugar production is available for sell in the open market. India ranks the 
second largest producer of sugar in the world. But leaving behind Brazil in sugar 
production, India jumped to first position in sugar production when its total 
production which rose from 14592 thousand tomies in 1997-98 to 20219 and 20480 
thousand tomies in 1999-2000 and 2000-01 respectively. But again India lost first 
position and came down to second position in the world in the succeeding year. 
The table also shows that the production of sugar has a very low fluctuation in 
Pakistan. As it was 3805 thousand toraies in 1997-98 and declined to 3662 thousand 
tomies in 2004-05 showing a decrease of 3 per cent in the production of sugar. But 
inspite of low production Pakistan did not import the sugar rather has exported the 
sugar to other countries, e.g. 213 thousand tomies of sugar was exported from 
Pakistan in 2004-05. 
The position of production of sugar in the United States was 7276 thousand 
tonnes in the year 1997-98. It went up to 7793 thousand tonnes in the year 2004-05 
indicating an increase of about 7 per cent over 1997-98. During this period, the 
demand of sugar in the United States has shown a slight increase i.e. it went up from 
8903 lakh tonnes in 1997-98 to 8986 lakh tonnes in 2004-05. 
After having outlined the general profile of sugar industry in India, it is 
worthwhile to make an in depth study of the growth and development of sugar 
industry in Uttar Pradesh to prepare a background for the study of emerging labour 
relations in sugar industry of Uttar Pradesh. 
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Growth and Development of Sugar Industry in Uttar Pradesh 
Sugar industry undeniably occupies a pivotal place in the economic map of 
Uttar Pradesh. It is the second largest organized industry of the state after the cotton 
textile industry. It plays the role of major industry bringing about radical changes 
towards the transformation of rural economy. It is significant to mention that Uttar 
Pradesh has been pioneer in the field of development of modem sugar industry. The 
first sugar factory was set up at Roza in 1903. But the real process of development of 
this industry in Uttar Pradesh as also in India was accelerated after the grant of 
protection to it in 1932. There were only 14 sugar mills in Uttar Pradesh in 1932. The 
number of sugar factories increased to in 1951-52 an increase of about 385 per cent 
over 1932. The number of sugar mills kept on rising every year and jumped to nearly 
129 in 2004-05 each depending upon 150 to 400 villages for hs cane supply. On an 
average, thus, the industry covers about 20,800 villages. The Central and State 
government are regularly monitoring the progress of sugar industry and taking steps 
to keep the industry in a right shape in order to accelerate the pace of growth. 
The sugar industry Uttar Pradesh is particularly concentrated in the district of 
Kanpur, Meerat, Pilibhit, Muzaffar Nagar, Moradabad, Rampur, Bijnor, BareiUy, 
Bulandshahr. Ghaziabad, Lucknow, Deoria, Gonda and Basti etc. The reasons of such 
heavy concentrations in U.P. are manifold. The unique position, which U.P. enjoys in 
respect of cane cultivation, is due to the advantages conferred by the rich and fertile 
alluvial soil of the Gangetic plains, the bulk of which contains adequate quantifies of 
lime and potash, the presence of thin variefies of cane admirably suited to climafic 
condifions of the region. The concentration of sugar crops in compact blocks enables 
the sugar mills to get fresh supplies of cane direct from the fields. 
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In order to help cane growers, the Government of U.P. passed the Sugar 
Factories Control Act, 1932 and made it compulsory for every mill to get a licence. 
However, in 1940 the government of U.P. found that the syndicate by adopting a 
policy of unduly high prices of sugar has been neglecting the interest of consumers 
and also injuring the long run interest of the industry itself. They, therefore, withdrew 
legal recognition of the syndicate. 
Uttar Pradesh State has been divided into three zones viz. West, Central and 
East for the purpose of sugar industry. The sugar industry in the state of Uttar Pradesh 
is marked by co-existence of different ownership and management structures since the 
beginning of the 20th century. At one extreme there are privately owned factories that 
procure sugarcane from thousands of neighboring cane growers. At the other extreme 
are cooperative factories owned and managed jointly by farmers. In between are state 
owned factories in the state. We will focus on the three polar forms observed in the 
sugar industry: (i) those privately owned and managed but subject to state regulation 
of the cane price, (ii) those cooperatively owned and managed; and (iii) those 
managed by the government. Table 3.9 shows the concentration of sugar industry in 
U.P.vis-a-vis India. 
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Table 3.9 
Showing the Number of Sugar Factories in Uttar Pradesh 
[Period: 1995-96 to 2004-05] 
Year 
1995-96 
1996-97 
1997-98 
1998-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
2004-05 
Uttar Pradesh 
116 
(27.88) 
117 
(28.40) 
120 
(30.00) 
115 
(26.93) 
100 
(25.76) 
110 
(25.23) 
101 
(23.27) 
101 
(22.30) 
101 
(23.93) 
106 
(26.50) 
India 
416 
412 
400 
427 
423 
436 
436 
433 
422 
400 
Note: Figure within brackets denotes percentage of Uttar Pradesh and India. 
Source: Indian Sugar, New Delhi. 
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Figure 3.1 
Showing the Number of Sugar Factories in Uttar Pradesh 
[Period: 1995-96 to 2004-05] 
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It is worth mentioning that at the beginning of the planning era, more than half 
of the sugar mills were located in U.P. alone. During 1995-96 out of total 416 within 
India 116 sugar factories i.e. 27.88 per cent of total sugar mills in India were 
operating in the Uttar Pradesh state. Number of sugar factories during in the year 
1999-2000 decreased to 100 in Uttar Pradesh. The number further increased to 110 in 
the year 2000-01. But in 2004-05 there were 106 sugar factories in the state. The 
number of sugar factories in India was 416 in the year 1995-96 and the figure in the 
year 1999-2000 was 423. However, the number of sugar factories in India was 
increased as 436 in 2000-01. But in the year 2002-03 the number of sugar factories in 
India decreased to 433. Again, in the year 2002-03 the figure rose to 433 sugar 
factories in India. Finally, it come down to 422 by the year 2003-04 and 400 in the 
year 2004-05 Due to the closure of sick sugar factories in U.P. in the past few years, 
the share of U.P. in all India sugar production has considerably declined. 
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The data set out in table 3.10 reflects state-wise number of sugar factories and 
sugar production in some major sugar producing States during 1995-96 to 2004-05. 
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Figure 3.2 
Showing the Production of Sugar in Uttar Pradesh 
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Figure 3.3 
Showing the Number of Factories in Uttar Pradesh 
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Figure 3.4 
Showing Number of Sugar Factories in Uttar Pradesh vis-a-vis India 
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Figure 3.5 
Showing Production of Sugar in Major Sugar Producing States vis-a-vis India 
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The table 3.10 clearly indicates that Uttar Pradesh with 116 sugar mills 
produced 4379 million tonnes sugar i.e. 26.62 per cent of total sugar produced in 
India in 1995-96. Maharashtra stood at second position in terms of the number of 
sugar units i.e. 109 units with a record sugar production of 5394 million tonnes sugar 
i.e. 32.98 per cent in 1995-96. Andhra Pradesh was at the third place having 33 sugar 
units producing 859 million tonnes of sugar i.e. 5.22 per cent of total sugar produced 
in 1995-96. Whereas Karnataka and Punjab were on the fourth and fifth positions 
respectively as shown in the table the States had 29 and 21 sugar factories 
respectively in the year 1995-96 and produced 1263 million tonnes (7.68 per cent of 
total) and 634 million tones (3.85 per cent to total) sugar. Table shows that Bihar had 
the lowest development of sugar industry in the state in 1995-96 as compared to other 
States. In 1995-96, Bihar had only 19 units in all which produced 382 million tonnes 
sugar i.e. just 6.97 per cent of total sugar produced in India. 
Having a cursory glance at the recent trend in the number of sugar mills and 
the quantity of sugar produced, it was observed that even in 2004-05 Uttar Pradesh 
had the maximum number of sugar mills in India. These were 106 sugar mills in Uttar 
Pradesh in 2004-05 and the production of sugar had gone upto 5037 million tonnes 
i.e. 39.69 per cent of total sugar produced in India in the year 2004-05. Maharashtra 
still stands at the second position in terms of the number of sugar mills. These were 
102 units with the record sugar production of 2217 million tonnes i.e. 30.39 per cent 
of total sugar produced in India in the year 2004-05. Karnataka, which was at the 
fourth position, now stands at the third position with 37 sugar mills with a production 
of 1040 million tones of sugar (8.91 per cent of total) in the year 2004-05. 
01 
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Andhra Pradesh and Punjab were on the fourth and fifth positions respectively 
having 34 and 20 sugar factories in the year 2004-05. Andhra Pradesh produced 928 
million tonnes i.e. 7.74 per cent of total sugar produced in India and Punjab produced 
i.e. 2.49 per cent of total sugar produced in India respectively. In Bihar the number of 
sugar mills declined over the period under review. There were 9 sugar mills in Bihar 
in 2004-05. These mills produced 253 million tones i.e. 1.99 per cent of total sugar 
produced in the country in 2004-05. The table shows that there were 92 sugar mills in 
others states of India. The production of sugar in these states was 2847 million tonnes 
i.e. 22.48 per cent of total sugar produced in India. 
It is thus observed from the data that at all India level a number of units have 
been closed, resulting its decrease in the production of sugar in the States. But it is 
worth mentioning that the production of sugarcane and sugar in Uttar Pradesh is very 
high as compared to other states of India. Uttar Pradesh has got the first position in 
production of sugar because of better irrigation facilities, better human resources and 
interest taken by the state government. 
Area and Production of Sugarcane in Uttar Pradesh 
Uttar Pradesh occupies the top position in respect of its production of sugar 
and area under sugar cane cultivation. Today the States of U.P. and Bihar grew more 
sugarcane than any other country in the world. Yet the development efforts in these 
areas are lacking and cane yield continues to be poor. Sugarcane being the most 
important cash crop, maximum efforts are needed for increasing the productivity and 
yields per hectare. It is a fact that government and industrialists are putting in 
maximum efforts to substantially modernize the plants and machinery, so as to reduce 
factory losses. However, without adequate and regular cane supply to sugar mills, 
substantial progress can not be achieved. The area under cane cultivation in India 
during 2003-04 was about 31 lakh hectares, which produced about 1800 lakh tonnes 
of sugarcane. Out of this U.P. accounted for about 52 per cent of area and 47 per cent 
of the production of cane respectively. Data set out in the following table depicts a 
broader view of area, cultivation and production of sugarcane in major sugarcane 
producing States during 1999-00 and 2003-04. 
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Table 3.11 clearly indicates that Uttar Pradesh has a maximum area of land 
under cultivation and production of sugarcane. Uttar Pradesh got the first position in 
production of sugar because of better irrigation facilities, better human resources and 
interest taken by the state government in the producing sugarcane. 
In UP the area of land under sugarcane cultivation and the production of 
sugarcane were 1974 thousand hectares and 119830 thousand tonnes respectively in 
the year 1995-96. Which accounted for 47.60 per cent to the total land area under 
sugar cane cultivation and 42.63 per cent to the total production of sugarcane in the 
whole of the country. Maharashtra secured second position in terms of area of land 
i.e. 580 thousand hectares with the record of sugarcane production of 46656 thousand 
tonnes i.e. 16.60 per cent of all India sugarcane production in the year 1995-96. 
Karnataka is on the third position having an area of 313 thousand hectares and the 
production of sugarcane 24918 thousand tonnes. Andhra Pradesh stood at the fourth 
position with an area of 214 thousand hectares land and production of 15180 thousand 
tonnes sugarcane 5.40 per cent, which was of the total sugarcane produced in India in 
1995-96. Punjab was on the fifth place in the rank with an area of land 132 thousand 
hectares land and the production of 3.07 per cent of total sugarcane produced in India 
during year 1995-96 Bihar had a lowest area of land under sugarcane cultivation i.e. 
only 125 thousand hectares of land was under sugarcane cultivation in 1995-96. The 
production of sugarcane was 5485 thousand tonnes i.e. 1.95 per cent of the total 
sugarcane production during the year. The table also depicts that in the States other 
than aforementioned area of 809 thousand hectares was under sugarcane cultivation 
and the production of sugarcane was 40411 thousand tonnes i.e. 21.49 per cent of all 
India production. Table also shows that in India having as a whole an area of 4147 
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thousand hectares was under sugarcane cultivation which a total of 281100 thousand 
tonnes of sugarcane in 1995-96. 
A review of the area under sugarcane cultivation and production of sugarcane 
during the recent period shows that in Uttar Pradesh, the area of land under sugarcane 
cultivation production of sugarcane and was 1955 thousand hectares and 118715 
thousand tonnes respectively in the year 2004-05, which accounted for 53.38 per cent 
to the total land area under sugar cane cultivation and 50.07 per cent to the total 
production of sugarcane in all India. Maharashtra still continued to secure second 
position in terms of area of land i.e. 324 thousand hectares with the record sugarcane 
production of 20475 thousand tonnes (8.64 per cent of all India production of 
sugarcane) in the year 2004-05. The same decreased during the succeeding year. 
Kamataka is on the third position in terms of area and production of sugarcane. 
During the year 2004-05, Kamataka had an area of 178 thousand hectares of 
sugarcane i.e. 6.02 per cent of the all India production of sugarcane in the year 2004-
05. Andhra Pradesh reached at the fourth place with an area of 210 thousand hectares 
and production of 15739 thousand tonnes of sugar cane i.e. 6.64 per cent of the total 
in the year 2004-05. Punjab ranking fifth had 86 thousand hectares land under 
sugarcane cultivation. The State produced 5170 thousand tonnes i.e. 2.18 per cent of 
the total sugar produced in India in the year 2004-05. Bihar still has lowest area of 
land i.e. only 104 thousand hectares under sugarcane cultivation with a record 
production of 4112 thousand tones sugarcane constituting 1.73 per cent of total 
sugarcane produced in India during the year 2004-05. The table also depicts that in 
States other than aforementioned an area of 805 thousand hectares was under 
sugarcane cultivation which produced 58601 thousand tonnes of sugarcane (24.72 per 
cent of total) India as a whole had an area of 3662 thousand hectares under sugarcane 
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cultivation. The production of sugarcane at all India level was noted as 237088 
thousand tonnes. 
Conclusion 
In the light of data set out and analysed in various tables on the growth, 
development and performance of sugar industry in Uttar Pradesh, it can be summed 
up that the sugar industry of Uttar Pradesh is one of the prime movers of the State's 
economy because of its multiple contribution to State's exchequer, industrial 
production and generation of employment opportunities in the northern region. The 
performance of sugar mills of Uttar Pradesh if compared to sugar mills of other States 
including Maharashtra, Karnataka, Andhra Pradesh, Bihar, Punjab etc. is very much 
satisfactory mainly because of larger share in the production of sugar and sugarcane 
and in terms of employment generation. 
However, many sugar mills especially those run and managed by Uttar 
Pradesh Sugar Corporation have been under great strain and a number of them are 
either sick or are at the verge of sickness. This is evident from the fact that at the end 
of financial year 2003-04, out of total 144 sugar mills closed down in the country, 19 
sugar mills were from Uttar Pradesh. At the same time due to better irrigation 
facilities, better human resources, better power supply and interest taken by the State 
Government, every year new factories are being set up in the organized sector of Uttar 
Pradesh State. It would also be worthwhile to mention that today more than 25 per 
cent of the total production of sugarcane and sugar in India is from Uttar Pradesh. 
Healthy development of sugar industry in Uttar Pradesh shows better 
prospects of labour, as the labour relations in sugar industry appear to be quite cordial. 
This trend is expected to persist, as the indications are that there will be further 
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improvement in the labour relations in sugar mills of India in general and of Uttar 
Pradesh in particular. But the government intervention and regulation is an essential 
pre-requisite for growth of sugar industry and combating unemployment in general 
for the economic development of the state in particular. 
In this connection, the problems of labour relations and their amelioration 
should be taken as important aspects of the development of sugar industry in Uttar 
Pradesh. As these problems will affect the various aspects of the industry in the State, 
they are taken up in the next three chapters, for a detailed discussion and analysis. For 
better understanding and scanning of the emerging labour relations in the sugar sector 
of Uttar Pradesh, a few sugar factories are selected randomly from all the three sectors 
i.e. public, private and cooperative sector. 
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CHAPTER IV 
lABOUR REIATIONS IN PUBLIC 
SECTOR SUGAR MILLS OF UTTAR 
PRADESH -A CASE STUDY OF U.P. 
SUGAR STA TE CORPORA TION 
IIMITED (UPSSCI) 
CHAPTER- IV 
LABOUR RELATIONS IN PUBLIC SECTOR SUGAR 
MILLS OF UTTAR PRADESH 
(A CASE STUDY OF UP ST A TE SUGAR CORPORA TION 
LIMITED) 
The previous chapter concluded that sugar industry of Uttar Pradesh has been 
occupying a pivotal place in the economy of state by virtue of its size, employment, 
its contribution to the domestic product, exports and its significant share in the 
industrial production. In this chapter as well as in this study ahead, an attempt has 
been made to study the labour relations pattern in all three sectors, namely, public, 
private and cooperative sector separately. One mill from each sector has been selected 
for the purpose of case study on the assumptions that labour management relation 
practices would be almost uniform in all the mills under the concerned sector. 
The present chapter is devoted to study the pattern of labour relations in one of 
the public sector sugar mills of Uttar Pradesh i.e. UPSSCL, Bijnor unit. Though, all 
the important aspects of labour relations have been extensively covered in this 
chapter, the main thrust has been on the major problems i.e. unionization and disputes 
etc. 
Uttar Pradesh State Sugar Corporation Limited - A Profile 
Uttar Pradesh State Sugar Corporation Limited was incorporated on 26 March 
1971 under the Indian Companies Act 1956 as a wholly owned Government Company 
to run the sick sugar mills acquired by the State Government under the U.P. Sugar 
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Undertakings (Acquisition) Act, 1971. The Board for Industrial and Financial 
Reconstruction (BIFR) declared it as a sick industrial company on 21 August 1995. 
The Company has been controlling 30 sugar mills acquired during 1971 to 
1989. Out of these, 10 mills were closed (four mills from crushing season 1998-99 
and six mills from crushing season 1999-2000) as these mills had become unviable 
due to continued losses and one mill was transferred to the State of Uttaranchal State 
in January 2002. The State Government transferred 18 sugar mills (10 closed mills 
and 8 working mills) to the new subsidiary Company viz. U.P. State Sugar and Cane 
Development Corporation Limited in September 2002. Thus, the Company is left with 
only \ \ working sugar mills with installed crushing capacity of 25,200 tonnes per day 
(TCD) in crushing season 2003-2004 onwards. In July 2003, the Company decided to 
lease out these 11 sugar mills but could not transfer these mills on lease because the 
approval of BIFR was awaited up to August 2004. 
The sugar production in the State during 2003-04 was 45.51 lakh tonnes in 
which the share of the Company was 2.98 lakh tonnes i.e. 6.55 per cent of the total 
production of the State. Although the total sugar production in the State varied from 
45.56 lakh tonnes in 1999-2000 to 45.51 lakh tonnes in 2003-04, the share of the 
Company varied during the period from 3.64 lakh tonnes (7.99 per cent) to 2.98 lakh 
tonnes (6.55 per cent). The Company could not grow because the sugar mills acquired 
by the Company were sick at the time of their acquisition itself, having old/obsolete 
plant and machinery and very low crushing capacity. Consequently, the cost of 
production of sugar in most of the mills of the Company was higher than its sales 
realisation. 
Labour Relations in Public Sector Sugar Mills of Uttar Pradesh 
This dismal financial position of UPSSCL clearly indicates tliat the employees 
of the corporation would not have been in a satisfactory position because of fear 
psychosis in their minds regarding the closure of the mills they are working in. It is 
against this backdrop that in the following pages an attempt has been made to study 
the labour relations in UPSSCL, Bijnor unit. 
Uttar Pradesh State Sugar Corporation Ltd., Bijnor Unit 
Uttar Pradesh State Sugar Corporation Ltd., Bijnor Unit was established in the 
year 1933. It is the first sugar mill of western Uttar Pradesh, which laid the foundation 
of sugar industry in the region. The corporation was originally named as Seth Banarsi 
Das Sugar Mill. On 29* May 1979 Seth Banarsi Das Sugar Mill was taken over under 
the direct control of the Uttar Pradesh State Government which realized the 
importance of developing sugar industry in the public sector for accelerating growth 
process and bring about socio-economic transformation of rural areas. 
As mentioned earlier the present study has been conducted to analyze the 
emerging labour relations in UPSSCL, Bijnor. It is worthwhile to highlight the 
financial position and working results of the U.P. State Sugar Corporation Limited, 
Bijnor but the management expressed its inability to supply the relevant information, 
hence the researcher had to study the overall performance of the UPSSCL. 
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Table 4.1 
Showing Financial Highlights of UPSSCL 
[Period: 1999-to 2003-04] 
(Rupees in crore) 
Particulars 
Paid up Capital 
(including share 
application 
money) 
Net Worth 
Cost of Sales 
Sales 
Net Profit / Net 
Loss (-) 
Accumulated 
Loss 
Percentage of 
Cost 
of Sales to Sales 
Investment in 
Subsidiaries 
1999-00 
480.02 
(-) 911.68 
656.96 
470.92 
(-) 169.82 
1391.11 
139.51 
83.01 
2000-01 
594.93 
(-) 735.37 
633.51 
422.93 
92.01 
1299.10 
149.79 
83.51 
2001-02 
594.93 
(-) 845.68 
677.13 
427.22 
(-)211.41 
1410.13 
158.50 
83.51 
2002-03 
594.93 
106.47 
640.99 
394.86 
(-) 207.77 
488.46 
162.33 
91.95 
2003-04 
943.47 
485.23 
532.76 
420.59 
30.20 
458.24 
126.67 
92.10 
Source: Annual Reports, UP State Sugar Corporation Ltd. 2004-05 and 2005-06. 
Data set out in the above table indicates that the accumulated losses have fully 
eroded the paid-up share capital of the Company up to the close of the year 2001-02 
thereby negating its net worth. The net worth of the Company, however, turned 
positive at the end of the year 2002-03, which was only due to transfer of accumulated 
loss of Rs. 1,129.45 crore to the newly created subsidiary Uttar Pradesh State Sugar 
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and Cane Development Corporation Limited in September 2002. The net worth of the 
Company improved further to Rs.485.23 crore in 2003-04 as against Rs. 106.47 crore 
in 2002-03 due to conversion of loan of Rs.348.54 crore (State Government loan: 
Rs.330.29 crore and loan by U.P. Sugar Special Fund Committee: Rs. 18.25 crore) into 
equity by the order of the State Government. 
In the operational activities, the Company was incurring losses every year, as 
the cost of production of sugar was higher than its sales realisation. The profit during 
2000-01 and 2003-04 was due to write back of interest amounting to Rs.269.22 crore 
in 2000-01 and Rs.96.50 crore in 2003-04 on loans from Government of Uttar 
Pradesh, Uttar Pradesh Sugar Special Fund Committee and Financial Institutions. 
Borrowings 
The main source of finance of the Company is borrowings from the State 
Government. During the last five years ended 31 March 2004, the Company borrowed 
loans aggregating Rs.624.08 crore from the State Government to manage the affairs of 
the Company. The loans were mainly obtained for the purpose of making payment for 
purchase of cane, repayment of dues of financial institution and payment under 
Voluntary Retirement Scheme (VRS) etc. This is important to note that the Company 
did not repay any instalment of loan and interest to State Government due to shortage 
of funds. The Company also availed of Cash Credit arrangements with U.P. 
Cooperative Bank against pledge of sugar stock for payment of purchase price of 
sugarcane and other recurring expenses of the sugar mills. The repayment is made 
from the sale of sugar. The year wise position of outstanding balance and interest 
liabilities on cash credit account is given in the following table: 
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Table 4.2 
Showing Outstanding Balance of Cash Credit Account and Interest on 
Cash Credit 
[Period: 1999-00 - 2003-04] 
Year 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
Outstanding Balance of 
Cash Credit Account 
289.24 
380.36 
404.41 
358.27 
378.16 
Interest 
Account 
(Rupees in crore) 
on Cash Credit 
29.78 
39.07 
50.77 
48.60 
44.37 
Source: Audit Report (Commercial), 2004 U.P. State Sugar Corporation Ltd. 
It appears from the above table that interest liability of the corporation has 
increased from Rs.29.78 crore in 1999-2000 to Rs.44.37 crore in 2003-04. The 
increase in interest liability was mainly due to non-liquidation of stock of sugar. The 
stock of sugar in 11 mills increased from Rs.386.94 crore (10.53 months' sales) in 
1999-2000 to Rs.550.60 crore (16.81 months' sales) in 2003-04, which adversely 
affected the financial position of the Company. 
The Management stated that sincere efforts at the level of Company and the 
Government resulted in the release of additional quota of 20.74 lakh quintals of sugar 
during last five years, and further efforts to get additional quota were going on. The 
reply is not acceptable as the Management even failed to dispose off the entire quota 
of sugar released by the Government during the period 1999-2000 to 2001-02. 
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Performance of Subsidiaries of UPSSCL 
The Company had invested a sum of Rs.75.89 crore as on 31 March 2004 in its 
four subsidiary companies engaged in the similar business activity viz. manufacturing 
of white crystal sugar. The performance of these subsidiaries, up to 2003-04 remained 
unsatisfactory as they incurred operating losses since inception as is evident from the 
table given below: 
Table 4.3 
Showing the Equity Performance of Subsidiaries of UPSSCL 
(As on 31*' March 2004) 
(Rupees in crore) 
Particulars 
Equity investment by 
the Company (as on 31 
March 2004) 
Profit/loss for the year 
2003-04 
Accumulated loss (as 
on 31 March 2004) 
Net worth (paid up 
capital plus free 
reserves and surplus 
less accumulated 
losses, as on 31 March 
2004) 
Nandganj Sihori 
Sugar Company 
Ltd. Raebareli 
34.43 
(-) 13.18 
159.92 
(-) 125.490 
Chhata Sugar 
Company 
Ltd. Mathura 
24.22 
(-) 1.92 
57.74 
(-) 21.56 
Ghatampur 
Sugar Company 
Ltd. Kanpur 
Dehat 
8.80 
(-) 7.98 
75.23 
(-) 66.28 
U.P. State Sugar 
and Cane 
Develop-ment 
Corpn Limited 
8.44 
(-) 425.53 
703.91 
(-) 150.88 
Source: Audit Report (Commercial) 2004, UP State Sugar Corporation Ltd., 
Lucknow. 
Above data exhibits that the subsidiaries have accumulated losses amounting 
to Rs.996.80 crore against equity investment of Rs.75.89 crore; out of these. 
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Ghatampur Sugar Company and Nandganj Sihori Sugar Company have been wound 
up in pursuance of decisions of BIFR in January and May 2002 respectively. Tlie 
performance of Chhata Sugar Company lias also not been satisfactory with an 
accumulated loss of Rs.57.74 crore against its paid up capital of Rs.36.18 crore. The 
investment in these companies thus, remained unfruitful as no return was obtained in 
all these years except complete erosion of the investments. The Statutory Auditors in 
their report for the year 31 March 2001 also stated that investment in these companies 
had diminished permanently in value and required provision to that extent. 
Management while accepting the facts intimated that the main reason for poor 
performance of subsidiaries was non-availability of cane for crushing according to 
requirement of the mills. It was also stated that these mills were established in the 
backward areas with a view to reduce regional and industrial imbalance. These mills, 
however, failed to achieve the intended objective since on account of non-availability 
of cane and continued losses, these mills got sick and have been ordered to be wound 
up. 
Labour Relations Pattern in UPSSCL 
This section of the chapter is devoted to review the pattern of labour 
management relations in the UPSSCL. The whole discussion is split up into two parts. 
The first part discusses the organization and the second deals with the pattern of 
employment in the company. 
Organizational Structure of UPSSCL, Bijnor 
The management of the UPSSCL is vested in a Board of Directors consisting 
of 11 Directors including a full time Chairman and a Managing Director who are 
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nominated / appointed by the State Government. The Managing Director is the Chief 
Executive who is assisted by three Joint Managing Directors, Company Secretary, 
Director (Finance), Director (Technical), Director (Engineering), Chief Cane 
Development Advisor, three General Managers at the Headquarters and a General 
Manager in each mill. 
In the UPSSCL, Bijnor, General Manager is the Chief Executive Officer of the 
mill. Besides, Chief Accountant, Chief Engineer, Chief Chemist and Chief Cane 
Officer are the independent head of their respective departments. All the executive 
heads / incharges are assisted by their respective assistants. It is also worthwhile to 
mention that there is a separate Personnel Office under the overall charge of the 
Personnel Officer. He is directly accountable to the General Manager of the mill. 
However, one labour officer and one labour welfare officer is attached to this office. 
This department deals with the day-to-day personnel policies, practices and problems 
and chalk out the welfare facilities. Thereby plays a very significant role in solving 
labour issues. 
Pattern of Employment and Development in UPSSCL 
The UPSSCL, Bijnor is one of the government owned sugar mills of Uttar 
Pradesh. The labour absorption potential for the company is quite low. At present, the 
total number of employees in the UPSSCL, Bijnor is 626 only. 
Classification of Employees According to Status 
The following table reveals the classification of employees according to their 
employment status. 
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Table 4.4 
Showing the Status-wise Classification of Employees in UPSSCL, Bijnor 
(As on 31" March 2005) 
Employment Status 
Managerial 
Supervisory 
Clerical 
Workers 
Total 
No. of Employees 
17 
21 
93 
495 
626 
Percentage to Total 
2.72 
3.35 
14.86 
79.07 
100.0 
Source: Personnel Office, UPSSCL, Bijnor. 
The above data reveals that out of 626 employees the corporation has 17 
executive staff, 21 supervisory level staff and 93 clerical staff whereas the number of 
workers is 495 i.e. 79.07 per cent of the total strength in the corporation. 
Classification of Employees According to Service Conditions 
The following table shows the different categories of UPSSCL, Bijnor to their 
service conditions. 
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Table 4.5 
Showing the Nature of Employment in UPSSCL, Bijnor 
(As on 31" March 2005) 
Nature 
Permanent 
Seasonal 
Probationar)' 
Contract Labour 
Casual 
Part time 
Others 
Total 
Total No. of Employees 
97 
429 
0 
37 
63 
0 
0 
626 
Percentage to 
Total 
15.50 
68.53 
0 
5.91 
10.06 
0 
0 
100.00 
Source: Personnel Office, UPSSCL, Bijnor. 
The above data reveals that there are a total of 626 employees in the 
corporation out of which 15.5 per cent of the working are on permanent basis, 5.91 
per cent of them i.e. 37 are employed on contract basis. Besides casual employees 
which constitutes 10.06 per cent of total employees. The seasonal staff constitutes a 
major workforce in the corporation; there are 429 seasonal employees (68.53 per cent 
of the total) in the mill during March 2005. 
Classification of Employees according to Skills 
The table given below shows the classification of employees of UPSSCL, 
Bijnor according to skills. 
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Table 4.6 
Showing the Skill-wise Classification of Employees in UPSSCL, Bijnor 
(As on 31" March 2005) 
Type 
Skilled 
Unskilled 
Semi-skilled 
Apprentice 
Total 
Total no. of employees 
93 
376 
142 
15 
626 
Percentage to Total 
14.86 
60.06 
22.68 
2.40 
100.0 
Source: Personnel Office, UPSSCL, Bijnor. 
A cursory glance over the data set out in the above table reveals that 14.86 per 
cent of total employees are skilled. The number of semi-skilled employees is higher 
than skilled one. Out of a total of 62.6 employees, 142 i.e. 22.68 per cent fall in this 
category. These are 15 apprentices also in the mill who are just above 2 per cent of 
total staff of the mill. Major workforce of the UPSSCL, Bijnor i.e. more than 60 per 
cent of them are unskilled. 
Personnel Policies and Practices in UPSSCL 
The policies and practices of mill relating to human resource include 
procedure of recruitment, selection, training, transfer, promotion etc. In the following 
pages, an attempt has been made to make an appraisal of human resource planning, 
policies and practices of UPSSCL, Bijnor. 
Recruitment Procedure 
Recruitment forms the first stage in the process, which continues with 
selection and ceases with the placement of the candidates (Kempner: 1971). 
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Recruitment is a process to discover the sources of manpower to meet the 
requirements of the staffing schedule and to employ effective measures for attracting 
that manpower in adequate numbers to facilitate effective selection of an efficient 
working forces (Robbins: 1978). Accordingly, the purpose of recruitment is to locate 
sources of manpower to meet job requirements and job specifications. 
It has been observed that there did not exist any systematic recruitment 
programme in UPSSCL as no recruitment has been made since 1996. Although the 
mill has a separate Labour Department under the Labour Welfare Officer to keep 
personnel records of the employees, promotion, transfer suspension etc. This 
department believes in the traditional approach towards recruitment. Moreover the 
people of village, surrounding mill are given priority. In this way, there are several 
defects and malpractices in this system of recruitment. It was observed while 
interviewing the labour officer that a recruitment committee is also formed by the 
Chairman of the factory (District Magistrate). 
Selection Procedure 
Having identified the potential applicants, the next step is to evaluate their 
experience and qualifications and make a selection. Selection refers to the process of 
offering jobs to one or more applicants from the applications. Great attention has to be 
paid to selection because it means establishing the "best fit" between job requirements 
on the one hand, and the candidate's qualifications on the other. Faulty judgement can 
have a far-reaching impact on the organizational functioning (Monappa & Saiyadain: 
2001). 
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The selection procedure of employees in the State run sugar mills is very 
simple. The U.P. STATE SUGAR CORPORATION LIMITED, Lucknow, selects the 
managerial and supervisory level staff. The personnel manager, in consultation with 
the respective sectional heads, selects the workers and clerical staff. As mentioned 
above. District Magistrate as a Chairman of the corporation regulates all the 
proceedings of selection. 
First of all the applications are invited and screened on the basis of job 
requirements and specification, than the best applicants are called for interview and 
interviewed by the Selection Board and the final selection is done in this way. The 
selected applicant is kept on probation for one year and after successful completion of 
probation and satisfactory report of the departmental head, the applicant is appointed 
on permanent basis. But he/she is displaced from the job if his/her working is found 
unsatisfactory. 
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Transfer and Promotion 
Transfer and promotion are activities through which an adjustment in the size 
of wortcforce of an enterprise can be made to cope with the changing situation. 
Besides, workforce gets flexibility and mobility to suit the requirements of the 
organization (Memoria: 1988-89). In UPSSCL, the situation of transfer of employees 
from one job to another does not arise very often because they are recruited for 
specific jobs. Therefore, there is not a definite procedure for the transfer of workers. 
Such type of transfers are done on the complaint of the departmental head or if a 
worker is medically unfit for his job. Regular transfers are made as per requirement. 
Regarding promotions the management has a policy, according to which the 
vacancies are to be filled through internal promotions, keeping in view the seniority, 
conduct and qualifications of the workers. In case of non-availability of suitable 
candidates, the advertisement is given in the newspapers. But the main purpose of the 
management is to provide the maximum opportunity of advancement to the existing 
employees. Thus the preference is given to the workers working in the lower grade, 
with sufficient knowledge and experience. The departmental head promotes the 
labour on the basis of recommendations of their supervisors. Whereas the promotion 
of supervisory and managerial staff are dealt with by the General Managers on the 
recommendation of their superiors. Seniority-cum-Merit is the main criteria for the 
promotion of supervisors, clerical staff and workers however merit cum seniority 
basis is used in case of managerial staff. 
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EMPLOYEES' WAGES, WELFARE AND WORKING CONDITIONS 
Wages and Salaries 
A sound compensation package should encompass factors like adequacy of 
wages, social balance, supply and demand fair comparison, equal pay for equal work 
and work measurement. (Third Pay Commission: 1973). The productive capacity of a 
worker ultimately depends upon his wages, other incomes, benefits derived from the 
employer and the welfare measures provided by the Government. An increase in the 
cost of labour in a certain sector and in certain key jobs without equal increase in 
productivity may not result in general inflation to the same extent. Wages and salaries 
are important to workers because, their attitude towards work and standard of living is 
determined through it. 
Therefore, it is felt necessary to trace out the evaluation of wage rates, and to 
evaluate the wage levels in UPSSCL to understand the real magnitude of the wage 
problem in disturbing the industrial peace. The wages and salaries of the employees 
are in between Rs. 1600/- and Rs. 5500/- per month basic with an additional Dearness 
Allowance @ of Rs. 167 per month on the basic pay. No over time allowance is paid 
to the workers. Normally wages and salaries are paid on every 7''' day of the month. 
The increment given them is in between Rs. 15 to Rs. 50 annually. 
Labour Welfare Facilities in UPSSCL 
Welfare in Indian industry implies the provision of medical and educational 
services, a congenial work atmosphere, etc. The need for providing such services and 
facilities arises from the social responsibility of industry, a desire for upholding 
democratic values and a concern for employees. 
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The Encyclopedia of Social Sciences (1935) defines labour welfare as "The 
voluntary efforts of the employers to establish within the existing industrial system, 
working and sometimes living and cultural conditions of the employees beyond that 
which is required by law, the custom of the industry and the conditions of the 
market". 
The Report of the Committee on Labour Welfare set up by the Government of 
India in 1969 refers to the welfare as a broad concept, a condition of well being. It 
speaks of measures, which promote "the physical, psychological and general well-
being of the working population". Welfare covers the families of workers, especially 
in India, where, because of strong family ties, workers' well being encompasses that 
of their families (Monappa & Saiyadain: 2001). 
UPSSCL is the pioneer industry for organizing labour welfare facilities on 
humanitarian grounds in the northern sugar mills of India. Various welfare 
programmes inside and outside the mills to make a remarkable improvement in the 
working and living conditions have been chalk out by the management. The company 
has appointed Labour Officers, Labour Welfare Officers to look after the interest of 
labour force. Thus, following are the various types of statutory and non-statutory 
facilities, which have been provided by the management of UPSSCL, Bijnor. The 
existing labour welfare facilities may be classified into two categories namely: 
financial facilities and non-financial facilities. 
FINANCIAL AMENITIES 
The financial amenities are provided to employees for their general well being. 
These may be beneficial in times of emergencies and urgencies i.e. medical treatment. 
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old age, marriage, purchase of land, construction of houses, etc. The following are 
some of the financial facilities, which the corporation provides to its employees. 
Bonus 
The Payment of Bonus Act, 1955 is applicable in all industrial organizations 
which employee 20 or more persons. Bonus is an amount paid to workers besides 
their wages, out of surplus profit of the corporation. In UPSSCL, despite of 
continuous loss, the payment of bonus is made in time in accordance with the 
provisions of Act. 
Provident Fund 
The employees will be motivated for more work when they know that 
employer will pay them after retirement. The main idea behind this contributory 
scheme is to stimulate savings for old age to give family pension to dependants of the 
workers in case of death of worker. The Employee's Provident Fund Act, 1952, is 
applicable to every establishment, engaged in any industry specified in schedule 1 to 
the Act a, which the Central Government notifies in the official gazette and in which 
20 or more persons are employed. 
As per the provisions of the Provident Fund Act, the employees contribute 
8.33 per cent and the corporation in the Provident Fund pays the same percentage of 
contribution. The payment of Provident Fund is made at the time of retirement, death 
or leaving the organization. However, the management's contribution is paid on the 
basis of length of service rendered by the employee. There are some regulations of 
this scheme, which provides: 
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1. That a worker will get non-refundable advance for the purpose as given in 
Provident Fund Act, 1952. 
2. That a worker will get full contribution of the company with interest in the 
event of death or retirement or after completing 20 years of service. 
3. That if a worker puts in less than 20 years of service, the company's 
contribution will be paid. 
Thus, the contribution of corporation is paid to employees according to rules. 
However, the workers own contribution is paid under all circumstances. 
Gratuity 
Gratuity is lump-sum payment made by the company to the employees on the 
termination of job, which may be due to retirement, voluntary retirement after 
specified years of service or death. The main object of this scheme is to help the 
employees after retirement to maintain their livelihood. A qualifying period of at least 
240 days service ever years has been provided for getting the payment of gratuity. If a 
worker completes 33 years service he will be given gratuity equal to a salary of 15 
years per years. In UPSSCL, there is a provision for gratuity for every employee at 
the time of retirement who has put in a required length of service. 
NON-FINANCIAL AMENITIES 
UPSSCL provides the following non- financial amenities to all categories of 
employees: 
128 
Labour Relations in Public Sector Sugar Mills of Uttar Pradesh 
Educational Facilities 
The labour education is must for maintaining healthy and harmonious relations 
between labour and management and developing the feelings of solidarity among the 
workers. Equally important is the education of their wards. 
The management of UPSSCL has not taken due care of education facilities of 
employees and their children. The company feels that various schools and colleges in 
the District Bijnor are suffice to cater to the needs of employees and their wards. The 
corporation runs only one primary school upto Vth standard. 
Recreational Amenities 
Recreation occupies its pride of place in the welfare programme for industrial 
workers. It consists of sports and games, cultural and social activities undertaking on 
voluntar}' basis for personal satisfaction and pleasure (Khan: 1988). The corporation 
also did not lay emphasis on towards the recreation of workers. No cultural, sports or 
social activities are organized by the management of UPSSCL, Bijnor. 
Canteen 
It is obligatory on the management's part to maintain and run a canteen, where 
more than 250 workers under the Factory Act, 1948, are working. The object of an 
industrial canteen is to introduce an element of nutritional balance diets the otherwise 
deficit and unbalanced dietary of the workers to provide cheap and clean food and 
offer an opportunity to relax and gain energy near the place of work. 
There is only one canteen in UPSSCL, Bijnor unit. It is run through a canteen 
managing committee consisting of five representatives of the each workers and 
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management. The committee looks after the ftmctioning of canteen regarding the 
quality, prices, cleanliness etc. Various items like, tea, jalebi, samosa, sweets, snacks, 
foods etc. are provided to workers at subsidized rates since the canteen runs on no 
profit no loss basis. These canteen renders 24 hours service during season. 
Cooperative Credit Society 
There is also a Workers Cooperative Credit Society with 626 members at 
UPSSCL, Bijnor. The society provides loans for special purposes like marriages, 
construction of houses, illness or death. 
Working Conditions 
Working conditions largely influence the health, productivity and the quality 
of life of an employee. It is said that environment creates a man and in the absence of 
desirable working conditions, a worker does not remain comfortable and feels as if his 
job is very tough. He becomes very sluggish which makes him inefficient. On the 
contrary in good working conditions not only a worker remains happy but also the 
employer gains because of increased production. The labour relations also improve if 
the employer takes care of the conditions in which the workers have to work (Saxena: 
1968). 
It was observed during the survey at UPSSCL, Bijnor that working conditions 
are good and the management takes due care of environment in which the workers 
work. The working conditions are generally determined by the hours of work, rest 
intervals, shift arrangement, leave and holidays, sanitation, lighting etc. The following 
are the main aspects relating to working conditions at UPSSCL, Bijnor. 
Leave and Holidays 
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UPSSCL, Bijnor provides the leave and holidays facilities to all 
categories of employees. The following leaves are meant for all employees of the 
mills. All the leaves are given to employees with full pay. No deduction is made from 
salaries of employees for availing of leaves. 
Casual Leave 06 
Sick Leave 10 
Earned Leave 15 
Duty Hours 
Duty hours are those hours during which workers are at the disposal of the 
management. Presently, in UPSSCL the hours of work have been fixed at 8 hours per 
day for all categories of workers. While office staff has to work for IVi hours per day 
from 9.30 a.m. to 6.00 p.m. with usual break. 
Break in Duty Hours 
As per Indian Factories Act, 1948, no worker is to work for more than five 
hours before he has taken an interval of half an hour. This rest reduces fatigue and 
provides mental relaxation to the employees. The workers of UPSSCL are provided 
with an interval in between working hours for one hour. Office staff is also given an 
interval of one hour for lunch. 
Shift Arrangement 
To enhance the productivity of mill, the UPSSCL operate in three shifts during 
the crushing season. However, there is one general shift for office staff. The following 
table shows the timings and duration of various shifts for workers and clerical staff of 
the mills. 
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Table 4.7 
Showing the Shift Arrangement in UPSSCL 
Shift Duration 
From Hours To Hours 
Time Duration Rest Interval 
From Hours To Hours 
Mill Shift 
I 
II 
III 
6.00 a.m. 
2.00 p.m. 
10.00 p.m. 
2.00 p.m. 
10.00 p.m. 
6.00 a.m. 
8.00 hours 
8.00 hours 
8.00 hours 
~ 
~ 
-
~ 
~ 
~ 
Office Shift 
I 9.00 a.m. 6.00 p.m. 9.00 hours 1.00 p.m. 2.00 p.m. 
Source: Labour Office, UPSSCL, Bijnor. 
Other Working Conditions 
It was observed that the other working conditions in UPSSCL, Bijnor such as 
disposal of waste and effluents are in good condition. To keep the area clean and 
pollution free, the company has an effluent treatment in place with a capacity to treat 
800 M3 per day of effluent. 
Besides adequate lighting and ventilation facilities are available, humidity is 
maintained properly. Latrines and bathrooms have been provided in adequate number 
and are kept clean. In other words, the corporation takes due care towards 
maintenance of good working conditions in the mill. 
Industrial Disputes in UPSSCL 
Modern industrialization has not been on unmixed blessing. It has created a 
yawning gulf between management and labour. An industrial dispute is one of the 
major problems of labour relations. Industrial disputes include the strike, gheraos, 
work to rule, stoppage of work, refusal to work, demonstration, delaying tactics, mass 
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absenteeism etc. at the disposal of workers. Of course, employer has also lockout as 
an instrument to teach workers a lesson. In UPSSCL no strike has been held for the 
last one decade. The government has banned the strikes in the state government mills. 
Hence, the management showed its inability to provide any information on the 
industrial disputes. 
Settlement Procedure 
The procedure for the settlement of industrial disputes in UPSSCL is a 
combination of collective bargaining, conciliation, arbitration and adjudication. The 
corporation always tries to settle the disputes through mutual trust and confidence. In 
case of failure the case is referred to Conciliation Board. The Board tries to find out 
the points of difference between the parties, ascertains the grounds on which 
respective claims are based and explore the possibilities to settle the disputes. If there 
is no amicable settlement of problem between the parties, the Board reports the matter 
to the State Government along with the facts and circumstances on account of which a 
settlement could not be arrived at between parties. If the State government is satisfied 
with the report then case is referred to Labour Court or Industrial Tribunal for 
adjudication, which is the ultimate method for settlement of unresolved disputes by 
the government. Most of the cases either a settled or withdrawal or are decided in 
favour of UPSSCL. 
Disciplinary Action 
Disciplinary action means that steps are taken to correct disobedience takes 
appropriate action against employees, agents, contractors or consultants whose actions 
are found against the policies of the corporation. Disciplinary action may include 
133 
Labour Relations in Public Sector Sugar Mills of Uttar Pradesh 
immediate termination of employment or business relationship (Jacius: 1971). The 
management of UPSSCL has a set procedure of taking a disciplinary action against 
the erring employees. First of all, a charge sheet is framed against the employee in 
case of any indiscipline observed by him against the Standing Orders of the 
corporation and he is required to give his explanation within a specified time. If he 
admits his guilty, he may be fined or alternatively be given a warning notice; 
otherwise labour officer and departmental head conduct an enquiry. If after enquiry 
the person concerned is adjudged guilty of misconduct, immediate action is taken 
against him taking into account the gravity of the misconduct. 
Employees' Grievances and the Procedure of Handling Grievances 
A grievance is any discontent or dissatisfaction, whether expressed or not, 
whether valid or not, arising out of any thing connected with the company which an 
employee thinks, believes or even feels to be unfair, unjust or inequitable (Jacius: 
1971). The formation of a sound grievance procedure and its strict adherence is 
essential condition for maintenance of industrial peace and harmony. Because 
unredressed grievances of the workers would ultimately result in industrial disputes. If 
both the parties follow the grievance procedure, it will reduce the number of disputes 
taken up to conciliation machinery and will certainly contribute, towards harmonious 
labour relations. The aspects, which come under the purview of grievance procedure, 
include, wages, bonus, gratuity, overtime, hours of work, work distribution, 
promotion etc. 
Procedure of handling employees' grievance is very simple in UPSSCL. A 
worker having any grievance first approaches the supervisor who tries to redress it at 
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his level but if fails, the worker approach the departmental head who also tries to 
settle the grievance. If the worker is not satisfied even with judgment of departmental 
head, the case then is reported to related government officers. 
Conclusion 
The foregoing study of labour relations in one of the public sector sugar mills 
of Uttar Pradesh brings to light that the performance of the mill was marked by 
exceptionally high cost of production caused due to payment of higher cost of 
sugarcane, excessive-loss of sugar during production, wastage of juice potential in 
cane due to drying up while lying unused in the sun, power stoppages, and 
engagement of excess manpower. The sales were declining and inventory of sugar 
reached an alarming level leading to storage problem. In order to improve the 
productivity of the mills, the management needs to make concerted efforts by 
minimizing the stoppages, improving recovery of sugar through quick processing of 
raw cane, timely payment to cane growers for ensuring regular and steady supply of 
sugarcane. Further, efforts are required to be made for liquidation of inventory and 
rationalisation of manpower. The system of internal control and internal audit needs 
to be strengthened. 
Besides, labour relations in the mill appeared quite cordial due to the fact that 
the State Government runs the mills and all awards are implemented in time. Thus, 
industrial strife hardly arises in the mill. Grievances of the employees are taken care 
of and the management takes extra care of employees' welfare and working 
conditions. 
The next chapter makes an attempt to study the labour relations in private 
sector sugar mills of Uttar Pradesh. The study has been complemented by sample 
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survey of one of private sector sugar mill of Uttar Pradesh, namely, Dwarikesh Sugar 
Industries Ltd. (DSIL). 
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LIMITED) 
In the foregoing chapter, it was pointed out that labour relations in public 
sector sugar mills are neither highly satisfactory nor very worse. It would not be 
wrong to say that satisfaction level of employees was high but it was not as high as it 
is in the case of private sector. It was simply due to the fact that performance of 
government mills in Uttar Pradesh is worse. Almost all the mills are sick and have 
been referred to the Board of Industrial and Financial Reconstruction (BIFR). 
The present chapter deals with another important segment of sugar industry of 
Uttar Pradesh i.e. private sector sugar mills of the state. In this chapter, also case 
study of labour relations in one of the leading private sugar mills, namely Dwarikesh 
Sugar Industries Ltd. (DSIL) has been undertaken. 
Dwarikesh is located in the periphery of Bundki village in Bijnor district of 
Uttar Pradesh. The Dwarikesh Sugar Industries Limited (DSIL) was established in 
1985 with commissioning of its 2500 TCD sugar plant. Presently the plant has a 
capacity of 6500 TCD. The Registered Office of Dwarikesh Sugar Industries Ltd. is 
situated at Dv '^arikeshnagar. The mills is spread over 86 acres of land at Bundki and is 
divided into a main sugar plant on 41.6 acres of land, cane receiving yard 12 acres, 
housing colonies and administrative block is on 16 acres of land and road and green 
belt is of 16.4 acres of land. 
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Dwarikesh Group founded by Mr. G.R. Mororka is a fast growing industrial 
group consisting of companies iiaving a strong presence in diverse fields such as 
sugar manufacturing, financial services and information technology. The headquarters 
of the company is situated at Mumbai. The company's plants are located in Bijnor 
district of Uttar Pradesh at Dwarikeshnagar (Najibabad) and Bahadarpur (Afzalgarh). 
Financial Highlights of Dwarikesh Sugar Industries Ltd. 
The financial highlights of the DSIL for two years 2004 and 2005 ending on 
September are given below: 
Table 5.1 
Showing the Financial Highlights of Dwarikesh Sugar Industries Ltd. 
[Period: September 2004 and 2005] 
Period 
(Rs in million) 
Gross Sales 
Excise 
Net Sales 
Expenditure 
Operating Profit 
9/2005 
(3) 
386 
(18) 
368 
(304) 
64 
9/2004 
(3) 
234 
(13) 
222 
(188) 
33 
Growth 
(%) 
64.6 
37.1 
66.2 
61.7 
92.1 
9/2005 
(12) 
1,642 
(94) 
1,549 
(1,084) 
464 
9/2004 
(12) 
1,531 
(100) 
1,431 
(1,147) 
284 
Growth 
(%) 
7.3 
(6.6) 
8.2 
(5.4) 
3.4 
Source: www.dwarikesh.com 
The sugar industry has grown considerably over the period. When India 
embarked on a planned economic development of the country the organized industry 
sector had 75 sugar industries. The gross sales fer Q4 F9/05 surged by 64.6 per cent to 
Rs. 386 mn as compared to Rs. 234 mn in the same period in the last year. Whereas 
the net sales of the DSIL during the last year 2005 was led by a surge in sugar 
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volumes by 40.3 per cent you to 209,000 qtl and improved price realizations of about 
Rs. 1,709 per qtl for the quarter. Therefore, the operating profit of the company was 
as Net sales for Q4 F9/05 surged by 92.1 per cent you to Rs. 64 mn as compared to 
Rs. 33 mn in the same period in the year referred to above. 
The net sales of the DSIL in the year ended on February 2004 was 149,000 qtl, 
and closing stock of the industry was 309,629 whereas same figure was raised in the 
year ended on February 2005, which was recorded as 209,000 qtl, and closing stock 
of the industry was 1,628. 
Share Capital 
DSIL is a subsidiary of British India Corporation in accordance with Section 
(4) of the Indian Companies Act, 1956. The authorized share capital of the company 
is 186 crores. The company endeavors to maximize the wealth of the shareholders. 
The company has in its own tried to reward the shareholders by declaring dividend at 
reasonable rates. DSIL has added value to the business year after year and the 
shareholders wealth over the years. Since efforts are being made to get the shares of 
the company listed on stock exchanges of the country. The following table exhibits 
the financial resources of DSIL during the period 1995-96 to 2003-04. 
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Table 5.2 
Showing Financial Resources of DSIL 
[Period: 1995-96 to 2003-04] 
Year 
1995-96 
1996-97 
1997-98 
1998-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
Shareholders' Fund 
2,275.00 
2,402.30 
3,171.20 
3,728.66 
4,505.75 
4,089.74 
4,083.03 
3,651.64 
3,897.79 
Source: wwvv.dwarikesh.com. 
Data noted in the above table reveals that the paid up capital in the last 09 
years has remained constant. The reserves and surplus have improved slightly from 
Rs. 2,275 lakh in the year 1995-96 to Rs. 3,897.79 lakh in the year 2003-04- a rise of 
71.33 per cent over 1995-96. 
Organizational Structure of DSIL 
The Executive Director of the DSIL controls the whole network of the 
company. Below the rank of Executive Director, there is a General Manager who is 
the overall in charge of production, sales, purchase and administration of the mills. 
All the senior/junior executives and mill manager, incharges of functional divisions 
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report directly to him. Mill Manager is the in charge of production and labour matters 
of their respective mills. There are processing superintendents, one in each mill. 
Secretary-cum-Manager, who is the head of secretarial, legal and vigilance 
department is administrator of DSIL. Chief Manager (Marketing) looks after the sale 
and marketing function of the mill. Sugar executive mill is the in charge of sugarcane 
purchase department and Sales Manager (Contracts) is the in charge of the 
Government and Institutional Sales. Financial Controller and Joint Financial 
Controller are the Incharge of Finance and Cost and Project department and accounts 
department respectively. Besides, this. Technical Manager, Chief Engineer, Personnel 
Officer etc. are the independent head of their respective departments. All executive 
heads / incharges are assisted by their respective assistants. Executive decisions are 
made on the advice of these people. 
Personnel Department 
In DSIL, the personnel department is under the overall charge of the Senior 
Personnel Officer who is directly accountable to Mill Manager in case of all labour 
matters. However, one labour officer and one labour welfare officer is attached to 
each mill, who report to personnel officer. Thus, personnel officer with the assistance 
of labour officer and labour welfare officer deals with the day-to-day personnel 
policies, practices and problems and chalk out welfare facilities. He mainly deals with 
the matters related to employees like recruitment, selection, training, transfer, 
promotion, termination, statutory compliance, payment of wages, taking disciplinary 
action, settlement of grievances and disputes, communicating the attitude of 
management towards workers etc. At the same time he plays advisory role to provide 
help to the other service managers in promoting effectiveness in their distinct role. 
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Pattern of Employment and Development in DSIL 
The DSIL is one of the biggest employers amongst the private owned sugar 
mills of Uttar Pradesh. The labour absorption potential for the company is quite 
appreciable. At present the total number of workers in the company is 1953. 
The DSIL has a team of motivated individuals. They perceive the goals of the 
company and accomplish the tasks assigned to them. The ethos imbibed by the 
employees of DSIL and the turnover of workforce at DSIL is one of the lowest in 
sugar industry. Sugar industry being a seasonal industry has different staff (non-
management cadre) and off-season workers. Besides, DSIL is one of the few sugar 
mills of India, which is not over-staffed. The following table shows the employment 
status in the DSIL. 
Table 5.3 
Showing the Total Number of Employees in DSIL during the year 2005 
Employment Status 
Managerial 
Supervisory 
Clerical 
Workers 
Others 
Total 
Total No. of 
Employees 
67 
108 
238 
1510 
30 
1953 
Percentage 
3.43 
5.53 
12.18 
77.32 
1.54 
100.0 
Source: Data has been collected and analysed from the Labour Office of DSIL. 
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The table clearly indicates the employment status of the mills. The number of 
total employees in the mills has been recorded as 1953. The number of main workers 
who are engaged in making sugar from the sugarcane is 1510 i.e. 77.32 per cent of the 
total employees of the company. 
Classification of Employees in DSIL 
Classification of employees shows the strength of employees on the basis of 
job, security, skills, age and sex. Table 5.4 portrays the number of different categories 
of workers employed by DSIL in the year 2005. 
Table 5.4 
Showing the Status wise Classification of Employees in DSIL during the Year 
2005 
Employment Status 
Permanent 
Temporary 
Probationary 
Contact Labour 
Casual 
Part time 
Others 
Total 
Total No. of 
Employees 
234 
-
35 
1318 
103 
263 
-
1953 
Percentage 
12.0 
-
1.80 
67.49 
5.26 
13.45 
-
100.0 
Source: Data has been collected and analysed from the Labour Office of DSIL 
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The table clearly indicates that only 12 per cent of the total staff of DSIL was 
employed on permanent basis. Around 70 per cent of the company employees were 
hired on contractual basis. The company also engages part-time and casual workers to 
meet the peak requirements. They were 13.45 per cent and 5.26 per cent respectively 
of the total staff of the company. 
Table 5.5 
Showing the Classification of Employees on the Basis of Employment Skills 
during the year 2005 
Employment Skills 
Skilled 
Unskilled 
Semi-skilled 
Apprentice 
Total 
Total No. of Employees 
199 
1365 
351 
38 
1953 
Percentage 
10.18 
69.89 
17.98 
1.96 
100.0 
Source: Data has been collected and analysed from the Labour Office of DSIL. 
Table 5.5 exhibits that 69.89 per cent of the total workers were unskilled and 
skilled workers were only 10 per cent of the total strength. The percentage of semi-
skilled employees was higher than skilled employees i.e. 17.98 per cent. The company 
also has apprentices whose percentage is about 2 per cent of the total staff 
The table below shows the classification of Employees on the basis of Age 
and Sex in DSIL are shown below: 
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Table 5.6 
Showing the Classification of Employees on the Basis of Age and Sex during the 
year 2005 
Age Group 
18-25 years 
25-35 years 
35-45 years 
45-55 years 
55 & above years 
Total 
Male 
265 
435 
618 
222 
06 
1546 
Female 
— 
218 
182 
07 
-
407 
Source: Data has been collected and analysed from the Labour Office. 
In the table 4.13, it is shown that highest number of male workers is in the age 
group of 35-45 years whereas the highest female workers are in the age group of 25-
35 years. There are 265 male workers in the age group of 18-25 years but there is no 
female worker in this age group in the company. There is also no female worker in 
age group of 55 and above. 
Recruitment Procedure 
DSIL observes a systematic recruitment programme in the company. Job 
specification is the first step towards recruitment. The Personnel Officer prepares a 
detailed description of work based on job analysis in terms of skill and special 
aptitudes with the cooperation of departmental head. Thus, it becomes easier for 
Personnel Officer to match people with the job due to predetermined job 
specifications. Whenever, there exists vacancies of skilled, workers, they are recruited 
145 
Labour Relations in Private Sector Sugar Mills of Uttar Pradesh 
from the open market. There is no bar on education regarding the unsicilled workers. 
Skilled workers should have ITl training. 
Selection Procedure 
There are following two aspects of selection of workers in the DSIL. 
(1) Selection of workers to fill up vacancies on permanent posts; and 
(2) Selection of workers to fill the vacancies in badli/casual pool as substitutes. 
Both the aspects are related to each other. Whenever, there exists a permanent 
vacancy, substitutes (badli/casual workers) are automatically promoted to permanent 
posts. No medical or trade test is conducted. Since the standards of ability and other 
qualities are already known to the departmental head, if the worker is already working 
in the mills. On the other hand, selection of workers to fill up the vacancies of 
substitutes is a tedious, some job for management since new workers are selected on 
temporary basis and later on given the status of a substitute. They work on probation 
for two months and ultimately get a permanent post. Job analysis and decasualization 
schemes are not in practice in the company. The Personnel Officer with the 
cooperation of Departmental head makes the final selection of the candidates keeping 
in view the various matters pertaining to job requirements. Normally, the sons of the 
employees are given preference. 
The Executive Director selects managerial staff and the manager of branches 
concerned selects Shift Incharges, Senior Assistant and Supervisors after duly 
assessing their technical knowledge, capability etc. through interview. 
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Training and Development 
Training is short-term process utilizing a systematic and organized procedure 
by which non-managerial personnel learn technical knowledge and skills for a definite 
purpose. Development is a long-term educational process utilizing a systematic and 
organized procedure by which managerial personnel learn conceptual and theoretical 
knowledge for general purpose (Mamoria, 1988-89). 
DSIL has the following training programmes: 
1. Training and management development programmes are conducted to 
educate the workers and to enable them to discharge their duties with 
panache and aplomb. 
2. Shop floor training is imparted to workers to hone their skills. 
3. Workshops are conducted for the benefit of employees to educate them on 
preventive mal services of experts are summoned to help educate the 
workers. 
4. Employees are continuously guided about industrial safety and safe 
industrial practice. 
5. The employees are encouraged to participate in management and 
suggestion schemes are operation, which enables the employees to frankly 
and fearlessly put-forth their suggestions for overall improvement of the 
performance. 
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The strengths and weaknesses of each employee are critically evaluated to 
ensure that peg is in right hole. Career planning and job enrichment of each employee 
is an ongoing process in DSIL. 
Transfer and Promotion 
In DSIL, the situation of transfer of workers from one job to another hardly 
arises because of job specification. However, office staff and managerial staff (non-
technical) are transferred in a few cases to other departments mainly due to 
promotions. 
Promotions in the DSIL are normally done on the basis of seniority-cum-
merit. The promotions in lower category like jobbers etc. are done on the 
recommendations of departmental heads. Even the promotions to the supervisory 
level are done on the recommendations of the departmental heads. Promotions of the 
senior / Junior Personnel (Administration) are done by the Executive Officer on the 
recommendation of the General Manager after evaluation. Recently, the company has 
introduced a scheme of Management by Objectives (MBO) where the objectives are 
clearly explained to the personnel (mainly technical) regarding the production per 
month, percentage of wastes, productivity per workers, quality of output, consumption 
of power etc. This scheme has proved beneficial for the staff to get higher position. 
EMPLOYEES' WAGES, WELFARE AND WORKING CONDITIONS 
Wages and Salaries 
It was felt necessary to trace out the evaluation of wage rates, and to evaluate 
the wage levels in DSIL to understand the real magnitude of the wage problem in 
disturbing the industrial peace but the company has provided very little information. 
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The company pays salaries to its employees on 7"^  of every month. A sum of Rs. 
627.34 crores was distributed in 2005 as salaries to all the employees of the company 
working in different departments. The Labour Department informed that the 
minimum amount of salary paid by the company to its employees is Rs. 1800 per 
month and a maximum of Rs. 14000 per month per employee is given. Sometimes, 
workers work for extra time also, for which they get double of the salary/wages. 
Office staff gets an annual increment of Rs. 50 and executives staff gets Rs. 150 
annually as increment. The following are the grades of salary given by the company 
to different categories of employees. 
Table 5.7 
Showing the details of Wages and Salaries in DSIL 
1. 
2. 
3. 
6. 
Monthly Wages and Salaries of 
the Employees: 
Maximum 
Minimum 
Total Amount of Wages and 
Salaries paid during the year. 
Overtime 
Grade of Salary: 
i) Labour class 
ii) Ministerial staff 
iii) Executive staff 
Rs. 14,000 per month 
Rs. 1800/- per month 
Rs. 627.34 lakh 
If emergency of work is required in the 
mill, double of the salary / wages are paid 
to the employees. 
Rs. 60 per day 
Rs. 1500-8000 
Rs. 6000-14000 
Source: Labour Office, DSIL. 
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LABOUR WELFARE AND WORKING CONDITIONS IN DSIL 
DSIL has always taken due care of the welfare of their employees since 
inception. The company has provided a number of financial and non-financial 
amenities to them. Besides, the company has made a congenial atmosphere inside the 
factory as the working conditions appeared quite satisfactory in DSIL. The following 
is a brief review of the labour welfare facilities and working conditions in DSIL: 
FINANCIAL AMENITIES IN DSIL 
The following are important financial facilities provided by DSIL to the 
employees of almost all categories: 
Provident Fund 
The Provident Fund Act is applicable to DSIL workers. The management 
contributed a sum of Rs. 387.01 lakh towards Provident Fund in 1999-2000. The same 
went up to Rs. 403 lakh in the year 2003-04. In DSIL a provision of Rs. 7.5 lakh has 
been made for retirement gratuity. 
Bonus 
In DSIL, the payment of bonus is made in time in accordance with the 
provision of Act. The following table reveals the amount of bonus paid to employee 
during last four years. 
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Table 5.8 
Showing the Bonus Distribution Among Workers 
[Period 1996-97 to 2004-05] 
Year 
1996-97 
1997-98 
1998-99 
1999-00 
2000-01 
2001-02 
2002-03 
2003-04 
2004-05 
Amount (Rs. in lakh) 
99.3 
108.0 
112.0 
116.2 
124.0 
131.9 
139.1 
146.4 
151.6 
Source: Labour Office, DSIL, Bijnor 
It is surprising to note from the above table that the company has been paying 
bonus regularly to its employees. The amount went up from Rs. 99.3 lakh in 1996-97 
to Rs. 151.6 lakh in 2004-05 indicating an increase of 52.67 per cent. 
Others 
The DSIL has provided some other financial facilities also in addition to 
above-mentioned facilities. In special cases, the company provides the facility of loan 
as advance against the salary. Besides, leave with pay is also a financial facility 
provided by the company to the workers. 
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NON-FINANCIAL AMENITIES IN DSIL 
Housing Facilities 
The company has modern housing colonies for the senior and middle level 
managers in which presently 200 families reside. The colonies named Yamuna Vihar 
and Ganga Vihar respectively, which consists of B, C, D, E and H type houses. 
Medical Facilities 
The company has provided workers of DSIL a number of medical facilities. 
Firstly all the cases of sickness, accidents etc. arising inside the mills are referred to 
the first aid posts in every plant with sufficient number of first aid boxes as required 
under the Factories Act, 1948. In addition, there is dispensary facility having one 
doctor and two compounders meant not only for the company employees but also for 
resident of Dwarikeshnagar. 
Educational Facilities 
The management of DSIL has laid due emphasis on the education of workers 
and their children. The workers' education scheme is in practice to provide basic 
education to uneducated workers and their wards. Apart from this the company is also 
providing educational facilities to the kids of DSIL workers and runs a public school 
named as R.R. Morarka Public School at Dwarikeshnagar, which is affiliated to the 
Central Board of Secondary Education, New Delhi. The company has also formed a 
committee for managing and administering the education system for the workers and 
their children. 
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Recreational Amenities 
The Management of DSIL has paid due attention towards the recreation of 
workers. A cultural committee consisting of equal number of representatives of 
workers and management has been formed to organize Dramas, Musical programmes, 
Kavi Sammelan, Mushairas etc. management has also formed a sports cell to promote 
games and sports activities among workers. 
Canteen 
The Canteen of DSIL is run through a canteen managing committee consisting 
of five representatives of the each workers and management. The committee looks 
after the functioning of canteen regarding the quality, prices, cleanliness etc. Various 
items like, tea, jalebe, samosa, sweets, snacks, foods etc. are provided to workers at 
subsidized rates since the canteen runs on no profit no loss basis. These canteens 
render 24 hours service to the employees as the mills operate in three shifts. 
Club 
The company has also built a club for its officers and a temple in the complex. 
Working Hours. Presently, in DSIL the hours of work have been fixed at 8 hours per 
day for all categories of workers. While office staff has to work for TA hours per day 
from 9.00 a.m. to 6.00 p.m. with usual break. 
Rest Intervals 
The workers of DSIL are provided with an interval in between working hours 
for half an hour. Office staff is given an interval of one hour for lunch to reduce 
fatigue and get mental relaxation. 
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Shift Arrangement 
To utilize the maximum productive capacity and increase production and 
productivity, the DSIL has three-shift working in the mill. However, there is one 
general shift for office staff. 
Pollution Control 
DSIL has taken care to keep its employees free of pollution and to preserve 
wealth of nature. To keep the area clean and pollution free, the company has an 
effluent treatment plant with a capacity to treat 2600 M3 per day of effluent. The 
quantity of effluents from existing sugar plant is in the range of 600 to 650 M3 per 
day. 
Trade Unionism in DSIL 
In DSIL, there are more than five working trade unions but the number of 
registered trade unions is three. The following table reveals the position of registered 
trade union in DSIL. 
Table 5.9 
Showing Membership of Registered Trade Unions in DSIL as on 31*' March 2005 
S.No. 
I. 
2. 
3. 
Name of the Trade Union 
Dwarikesh Employees 
Union 
Dwarikesh Manzdoor 
Sangh 
Dalit Mazdoor Ekta Sangh 
Affiliation 
Indian National Trade Union 
Congress 
Bhartiya Mazdoor Sangh 
All India SC/ST Union 
Membership 
438 
1125 
411 
Source: HR Department, DSIL. 
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A glance over the table leads to this conclusion that Dwarikesh Employees 
Union, Dwarikesh Mazdoor Sangh, Dalit Mazdoor Ekta Sangh in the DSIL are the 
strongest trade unions. All the unions of DSIL collect an amount of Rs. 21- as monthly 
subscription from the members directly for a general fund. 
The structure of the unions in the company is more or less the same. The 
general body of each union elects representatives i.e. President, Vice-President, 
General Secretary, Joint Secretary, Office Secretary, Cultural Secretary, Treasurer etc. 
who in turn select the office bearers by direct method in accordance with the needs 
and strength of the union. The general body of each union meets once or twice a year 
while the executive committee once a month or more if needed. 
The main aims of all the unions are to make an improvement in service 
conditions of the members and safeguard their interest. At the same time, there are 
several problems, which have hampered the growth of trade unions. There is lack of 
unity among the workers in DSIL. They are divided according to caste, creed, 
religion, language, region and very often unit-wise in which they are working. Thus, 
these are the factors due to which the unions are not capable of bargaining properly 
with management. All the unions are not working for workers; some of the union 
needs to be strong to fight for the rights of workers and raise the demands for the 
general well being of the workers of the company. 
Industrial Disputes in DSIL 
Industrial disputes are not problems of labour relations in DSIL. Workers 
hardly think of any conflict with management. There are only a few instances of 
industrial unrest in the company like in May 1999; workers of production department 
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went on strike. The major demand of the workers was employment of their wards and 
for disabled workers. About 218 workers were involved in this strike. An agreement 
was made between workers and management and strike was called off. No major 
strikes and lockout was reported in the DSIL for the last ten years. 
Settlement Procedure 
It was observed that in DSIL labour relations practices are governed under the 
legislative framework, the majority of disputes are settled through collective efforts of 
the representatives of workers and representatives of management. In case of failure 
the case is referred to conciliation board and of course adequate number of disputes 
are referred to Labour Court also, which is very dilatory and expensive. Most of the 
cases either end up in a settlement or withdrawal or are decided in favour of 
management. 
Disciplinary Action 
The management of DSIL also a like UPSSCL has a set procedure of taking a 
disciplinary action against the employees. First of all, a charge sheet is framed against 
the worker in case of any indiscipline violation of rule observed by him against the 
Standing Orders of the company and he is required to give his explanation within a 
stipulated time. If he admits his guilty, he may be fined or alternatively be given a 
censure or warning notice, otherwise labour officer and departmental head conduct an 
enquiry. If after enquiry the operative is adjudged guilty of misconduct, immediate 
action is taken against him taking into account the gravity of the misconduct. 
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Procedure of Handling Employees' Grievances 
Procedure of handling employees' grievance in DSIL is as simple as in other 
mills of Uttar Pradesh. A worker having any grievance first approaches the supervisor 
who tries to redress it at his level but if he is not able to redress it, the worker 
approaches the departmental head who also tries to settle the grievance after making a 
detailed study of the problem. If the worker is not satisfied even with judgment of 
departmental head, the case then is reported to Labour Officer. In some cases the 
workers are allowed to approach even the mill manager directly who after consulting 
with the labour officer makes a decision which is finally provided worker has no 
intention to report the case to Conciliation Board. 
Conclusion 
The study of labour relations in private sector sugar mills brings into light 
some important facts to help judge the superiorities in labour relations as compared to 
public sector. But at this juncture, it is most important to note that private sector sugar 
mills fared better than the mills of other two sectors. They plan and implement their 
expansion better. Although, they too have suffered from the high sugar cane price, but 
they are able to limit the losses through better management practices and vertical 
integration of their units. Hence, they are able to maintain more cordial relations as 
compared to the sugar mills in the sectors viz. public and corporative sector mills. 
The next chapter is devoted to the study of labour relations practices in the 
Cooperative sector sugar mills of Uttar Pradesh. 
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CHAPTER VI 
lABOUR REIATIONS IN 
COOPERATIVE SECTOR SUGAR MILES 
OF UTTAR PRADESH -.4 CASE STUDY 
OFRUDRA BIIAS KISAN SAHKARI 
CHINI MIllS LIMITED (RBKSCM) 
CHAPTER-VI 
LABOUR RELATIONS IN COOPERATIVE SECTOR 
SUGAR MILLS OF UTTAR PRADESH 
(A CASE STUDY OF RUBRA BILAS KISAN SAHKARICHINI MILLS 
LIMITED) 
In the previous chapter, an attempt has been made to study the pattern of 
labour relations in private sector sugar mills of Uttar Pradesh through sample survey 
of a mill run by the private operators. Relations between labour and management were 
found quite cordial without any conflict. The present chapter examines the labour 
relations situation in cooperative sector sugar mills of the State. A comprehensive 
survey of Rudra Bilas Kisan Sahkari Chin! Mills Ltd. (RBKSCML), one of the 
cooperative sugar mills, has been done to observe variation, if any in labour relations 
practices in the intra-sector sugar mills of Uttar Pradesh. 
The development of industries in the cooperative sector helps in accelerating 
growth process and bringing about socio-economic transformation of rural areas. 
With this object in view, U.P. Cooperative Sugar Factories Federation Ltd. was set up 
in 1963 as an apex body to ensure planned development of cooperative sugar factories 
in U.P. In this series Rudra Bilas Kisan Sahkari Chini Mills Ltd. (RBKSCML) was 
established on 20.04.1978 with the plant capacity of 2000 (TCD). 
The mill is situated in Bilaspur, approximately 35 kilometers from Rampur at 
Rampur Nainital Road. The total authorized capital of RBKSCML was 1600 crores in 
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the year 2003-2004. While the total subscribed capital was 1477.48 Crores- divided 
into 736029 shares in the face value of Rs. 211 per share. 
Sugar, Molasses and Bagasse are the main products of this factory. Annual 
production of sugar for the year 2003-2004 was 224352 quintals while the total 
production of molasses and bagasse were 1,11,224 quintals and 8,32,415 quintals 
respectively during the same year. 
Financial Position of RBKSCML 
The cumulative loss incurred by the company in 2003-2004 was 4910.41 lakh 
as against a loss of Rs. 4732.51 lakh in 2002-2003, Rs. 3532.09 lakh in 2001-2002, 
and Rs. 3046.98 lakh in 2000-2001. The cumulative loss represents 3.38 per cent of 
paid up capital of the company, which was 1449.75 lakh in 2003-2004. The main 
reasons for the losses are decrease in the production of sugarcane due to drought, 
steep increase in the prices of fuel and power, inefficient management, out dated 
technology and machinery, lack of interest on the part of State Government towards 
the cooperative sector and lack of professionalism in the running of this sugar mill. 
The total income of Rudra Bilas Kisan Sahkari Chini Mills Ltd. was 2775.79 
lakh during the year 2004-2005. Out of this, the income from sales of sugar during the 
same period was 2500.40 lakh, which accounted for 90 per cent to total income. Other 
incomes include, the income from sale of molasses Rs. 225 lakh, bagasse 17 lakh and 
other income Rs.33.39 lakh during the year 2004-2005 
Pattern of Employment and Development in RBKSCML 
The pattern of employment and development of personnel in the RBKSCML 
is governed by the U.P. Cooperative Sugar Federation, Lucknow. As an agro based 
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industry, it is important to the economy of the state because of its contribution in the 
shape of employment. The company is providing employment to about 615 workers 
on permanent as well as temporary basis. The employees of the company have been 
classified into managerial and technical staff including engineering, supervisory staff, 
clerical staff and workers. 
The State Government with the consultation of U.P. Cooperative Federation 
appoints top-level managerial staff like General Manager, Chief Accountant, Chief 
Engineer, Chief Chemist, Chief Cane Officer. While the supervisory staff are 
appointed by the top management itself The General Manager holds the key position 
in the working of company. He is responsible for the different operations of the 
company. However, he is assisted by the Deputy Managers. Other managerial staff 
has been appointed to maintain the organizational equilibrium of the factory. They 
spend much time in rounds in the departments to inspect the work done by the 
workers. The supervisory staff is in the close contact with the process of production. 
Their main function is to supervise the workers, engaged in the various departments. 
The clerical staff performs the office work in the mill office. The workers comprising 
of skilled, semi-skilled and unskilled categories work in different departments of the 
mill e.g. production, engineering, process and chemical departments etc. Workers like 
drivers, peons, watchman, etc. have been kept in the category of others duQ to 
different nature of their jobs. 
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Table 6.1 
Showing Status wise Classification of Employees in RBKSCML during the year 
2005 
Employment Status 
Managerial/Technical Staff 
Supervisory 
Clerical 
Workers 
Others 
Total 
Percentage 
2.93 
3.90 
16.42 
76.75 
-
100.00 
Total Number of staff 
18 
24 
101 
472 
-
615 
Source: Labour Office, RBKSCM Ltd. 
Table 6.2 
Classification of Employees According to Service Condition in RBKSCML 
during the year 2005 
Employment Status 
Permanent 
Seasonal 
Total 
Percentage 
36.59 
63.41 
100.00 
Total Number of staff 
225 
390 
615 
Source: Labour Office, RBKSCM Ltd. 
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Table 6.3 
Classification of Employees According to Skills in RBKSCML during the year 
2005 
Employment Status 
Skilled 
Semi-skilled 
Unskilled 
Apprentice 
Total 
Percentage 
10.08 
27.48 
62.44 
-
100.00 
Total Number of staff 
62 
169 
384 
-
615 
Source: Labour Office, RBKSCM Ltd. 
Personnel Policies and Practices of RBKSCML 
The personnel policies and practices include recruitment selection, training 
transfer and promotion. The following is a brief assessment of various personnel 
policies of the mills. 
Recruitment Procedure 
In RBKSCML, it has been observed that there did not exist any systematic 
recruitment programme. Although the factory has a separate labour department which 
works under the labour welfare officer. This department was established at the time of 
formation of company in 1978, in order to keep personnel records of the employees 
relating to promotion, transfer suspension etc. 
The Labour Department believes in the traditional approach towards 
recruitment. Whenever the need for labour is felt, either jobbers, or friends and 
relatives of workers helped the management in providing the required number of 
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workers. Moreover the people of siirrounding areas are given priority. It will not be 
wrong to say that there are several defects and malpractices in this system of 
recruitment. 
Sometimes recruitment is done through advertisement in local newspapers. 
About 10 per cent of the employees are recruited through advertisement in the 
newspapers and invitation. But this source is mainly used for the recruitment of 
managerial and supervisory staff. The labour officer informed that a recruitment 
committee is formed by the Chairman, (District Magistrate) of the factory. This 
committee contains the Sectional Head/General Manager/Government 
Representatives like SDM/Members of SC/ST Selection Board. This committee 
selects the people against required post. 
Selection Procedure 
The company does not have a separate system of selection. The personnel 
manager, in consultation with the respective sectional head, selects the workers and 
clerical staff. As mentioned above, District Magistrate as a Chairman of the company 
regulates all the proceedings of selection. First of all the applications are invited and 
screened on the basis of job requirements and specification. Than the best applicants 
are called for interview and interviewed by the selection board and the final selection 
is done in this way. The selected applicant is kept for one-year probation and after 
successful and satisfactory reports of the departmental head, the applicant is appointed 
on permanent basis. But if the^wRing of a person is found unsatisfactory, he is asked 
to leave the company. 
^ ^ ^ 
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Training Procedure 
RBKSCML does not have any separate specialized institute of its own for 
training purpose. Training is given only in engineering section. The workmen are 
given on the job training and thus company follows the rudimentary system of 
training, under the Apprentice Act 1951. An apprentice is kept under practical training 
of the machineries as per scheduled programme in all sections of the factory during 
off-season. During season, operational training is given to applicant, to operate the 
precious / costly type of machines like turbines/high pressure boilers. 
There is no systematic and specific programme for the training of the 
supervisory staff. Likewise no development programme has been designed and 
implemented for managerial and administrative staff. 
Transfer and Promotion 
In RBKSCML, the situation of transfer of employees from one job to another 
does not arise very often because alike other two sectors, they are recruited for 
specific jobs. Therefore, there is not a definite procedure for the transfer of workers. 
Transfers are either done on the complaint of the departmental head or if a worker is 
found medically unfit for his job. 
VRegarding promotions the management has a policy, according to which the 
vacancies are to be filled through internal promotions, keeping in view the seniority, 
conduct and qualifications of the workers. In case of non-availability of suitable 
candidates, the advertisement shall be given in the newspapers. But the main purpose 
of the management is to provide the maximum opportunity of advancement to the 
existing employees. Thus the preference is given to the workers working in the lower 
165 
Labour Relations in Cooperative Sector Sugar Mills of Uttar Pradesh 
grade, with sufficient icnovvledge and experience. The departmental head on the basis 
of recommendations of their supervisors does the promotion of labour. Whereas the 
promotion of supervisory and managerial staff are dealt by the General Managers on 
the recommendation of their superiors. Seniority-Cum-Merit is the main consideration 
for the promotion of supervisors, clerical staff and workers however merit cum 
seniority basis is used in case of managerial staff. 
Wages and Salaries 
Payment of salaries to office staff is made generally on 10th of every month. 
Besides, wages are paid to other categories of staff on all the working days throughout 
the month. As managerial staff is appointed from U.P. Cooperative Sugar Factories 
Federation Ltd., Lucknow, their pay scales are fixed as per the state government rules 
/ scales. And the payment of wage and salary to all other staff is paid according to 
Sugar Wage Board of the State Government. 
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Table 6.4 
Salary and Wages paid in the RBKSCML 
[Period 2002-03 to 2004-05] 
(Rs. in lakh) 
Particulars 
Permanent workers 
Seasonal workers (During 
season) 
Seasonal workers (During off 
season) 
Retaining allowances 
Daily Wages Against vacancy 
Above vacancy 
Total 
Overtime 
Statutory bonus 
P.F. contribution/GIS 
contribution 
Leave/pension/gratuity 
Total salary and wages 
2002-03 
191.39 
83.83 
3.91 
34.68 
2.77 
8.76 
11.53 
2.50 
3.69 
31.82 
8.70 
371.97 
2003-04 
178.41 
96.67 
2.30 
36.40 
5.65 
2.50 
8.15 
2.15 
3.50 
36.60 
19.15 
383.33 
2004-05 
175.80 
75.90 
2.50 
38.00 
6.70 
2.74 
9.44 
2.50 
3.50 
36.00 
20.00 
363.64 
Source: Labour Office, RBKSCM Ltd. 
A perusal of the above table reveals that the company distributed a sum of Rs. 
363.64 lakh on wages and salaries among 615 employees during the year 2004-2005, 
against the amount of wages and salaries 383.33 lakh in 2003-2004 and Rs. 371.97 
lakh in 2002-2003. The amount of salary paid to permanent workers shows a 
decreasing trends and the total amount of salary paid to permanent workers which was 
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Rs. 191.39 lakh in 2002-2003 decreased to 178.41 lakh in 2003-2004 indicating a 
decrease of about 6.76 percent and again in the year 2004-2005 the total amount of 
salary of pemianent workers has come down to Rs. 175.80 lakh showing a decrease to 
8.15 percent. It is mainly because of retirement of different categories of permanent 
employees from year after year and no fresh appointment is being made on permanent 
categories of employees. 
However, the amount paid to the seasonal workers in terms of salary and 
wages showed fluctuating trend. Total amount paid to seasonal workers during the 
season in the year 2002-2003 which was Rs. 83.83 lakh has increased to Rs. 96.67 
lakh in the year 2003-2004 indicating an increase of 15.32 per cent over previous 
year. But in the year 2004-2005 this shows a decreasing trend and total amount of 
salary and wages paid to seasonal workers during season has come down to Rs. 75.90 
lakh. 
The table also highlights the amount of daily wages paid to the workers 
against leave vacancies, it was Rs. 2.77 lakh in 2002-2003 but the same has increased 
to 5.65 lakh in 2003-04 indicating an increase of about 104 per cent over previous 
year. It is further increased to 6.70 lakh in 2004-05 showing an increase of 180.60 per 
cent over previous year. The statutory bonus amount, which was 3.69 lakh in 2002-
2003, has come down to 3.50 lakh in 2003-2004 and again remains stagnant to Rs. 
3.50 lakh during the year 2004-2005. 
Annual Increments and Grades 
Annual increments are given only to those employees who are permanent and 
who complete 240 days in a year. The annual wage increment for whether and 
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supervisory staff is Rs. 50 while the annual increment of managerial and other top-
level employees are fixed by the U.P. Cooperative Sugar Federation Lucknow. The 
annual increment is due on the date appointment of workers, supervisory and other 
managerial staff every year. As far as the grade is concerned, neither workers nor 
managerial and supervisory staff is employed into any grade. Workers are paid wages 
on fixed rate and the salaries of managers and supervisors are also fixed. 
Overtime Payment 
Extra payment for extra work done enables employees to work more sincerely 
and efficiently. The mill pays overtime to those workers who work on weekly off 
holidays or more than their regular duties. The total amount paid in form of overtime 
by the RBKSCL was 2.50 lakh during the year 2004-2005. 
LABOUR WELFARE AMENITIES IN R B K S C M L 
A number of welfare facilities have been provided by the management of 
RBKSCML for improving the working conditions of the workers inside and outside 
the mills. The existing labour welfare facilities of the company may be classified 
conveniently into two parts: 
(1) Financial Amenities 
(2) Non- Financial Amenities 
FINANCIAL AMENITIES 
The company for the well-being and efficiency of its employees has provided 
the following financial facilities to them: 
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Bonus 
In RBKSCML, the payment of bonus is made strictly as per Payment of Bonus 
Act. The following table shows the amount of bonus paid to the employees of the 
company. 
Table 6.5 
Showing the amount of Bonus paid to employees by the RBKSCML 
[Period: 2000-2001 to 2004-2005] 
Year 
2000-2001 
2001-2002 
2002-2003 
2003-2004 
2004-2005 
Amount (in lakh) 
3.87 
4.98 
3.69 
3.50 
3.50 
Source: Annual Reports of the company for different years. 
Provident Fund 
The Employees Provident Fund Act 1952 is applicable to RBKSCML also. 
The employees contribute 8.33 per cent of the salary and the same contribution is 
made by the mill in the Provident Fund account of the employees. Table (6.6) shows 
the amount paid by the company under P.F. scheme. 
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Table 6.6 
Showing Provident Fund Paid by RBKSCML 
[Period: 2000-2001 to 2004-2005] 
Year 
2000-2001 
2001-2002 
2002-2003 
2003-2004 
2004-2005 
Amount (in lakh) 
36.85 
35.42 
31.82 
36.60 
36.00 
Source: Annual Reports of the company for different years. 
Gratuity/Pension 
To provide the financial benefits to employees at the time of leaving the 
organization, the Government passed the Payment of Gratuity Act. Considerable sum 
has been paid as per the Act by RBKSCML, to their employees over the period of 
time. The following table shows the amount of gratuity paid to workers by the 
company during 2000-01 to 2004-05. 
Table 6.7 
Showing Gratuity Paid by RBKSCML 
[Period: 2000-2001 to 2004-2005] 
Year 
2000-2001 
2001-2002 
2002-2003 
2003-2004 
2004-2005 
Amount (in lakh) 
4.62 
5.00 
8.70 
19.15 
20.00 
Source: Annual Reports of the company for different years. 
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As shown in the above table that the amount of Gratuity payment has increased 
over the period of time. In 2000-01, it was Rs. 4.62 lakh, which went up to 20.00 lakh 
in 2004-2005, indicating an increase of 332.9 percent over 200-01. Needless to 
mention that year after year, the number of employees is increasing, who are going to 
retire either on voluntary or compulsory basis. In some cases employees have been 
asked to leave the job or have left themselves feeling their job in secure. 
Credit facilities (Loan and Advances) 
Presently, no loans are given to the workers. However, advance is allowed 
against salary in case of emergency. The General Manager sanctions such type of 
advances only on the recommendations of the concerned departmental head. No 
interest is charged on the amount of advance. It should be noted here that the amount 
of advance, which is deducted in instalments, should not exceed one-month salary. 
NON-FINANCIAL AMENITIES 
Today's employees expect to have more than a life outside of work. Keeping 
this in mind the management of RBKSCML has provided a large number of non-
fmancial facilities to their employees. The following is the brief description of some 
non-financial facilities provided by the company to its employees. 
Housing Facilities 
The management of RBKSCML has provided houses with adequate facilities 
and at reasonable rents to employees to live near the place of work. Keeping in view, 
the accommodation problems of employees, the company established a colony, which 
consists of 295 quarters for the different categories of employees. 
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Table 6.8 
Housing Facilities provided in the RBKSCML 
Type of Residence 
Bungalow 
"A" Type 
"B" Type 
"C" Type 
"D" Type 
"E" Type 
Hut Type 
Numbers 
01 
04 
12 
24 
62 
64 
16 
Category of Employees 
General Manager 
Departmental Heads 
Engineers/Chemists/Dyers/Doctors etc. 
Supervisory scale, Highly skilled and 
clerical - 1 
Semi-skilled / Clerical staff 
Unskilled 
Each containing 8 rooms for Labourers 
Source: Labour officer, RBKSCML. 
It is important to mention here that free light, water and sanitation facilities are 
provided by the company in all the categories of houses. 
Medical facilities 
The RBKSCML has provided adequate medical facilities to all the employees. 
Besides first aid boxes available in different departments there is one dispensary in 
mill having one medical officer and two compounders. The U.P. Cooperative Sugar 
Federation, Lucknow, appoints the medical officer. However, compounders are 
treated as clerical-Iil category employee. Employees State Insurance (ESI) Scheme is 
not in operation in the company. However, Workmen Compensation Act is in practice 
in the company. It covers the loss of wages and salaries for the period of sickness of 
the employees. Compensation in case of death or accident of workers is also paid 
through this Act. During any accident or emergency, workers are referred to District 
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Hospital and the company as per requirement pays amount of medical bills. Besides, a 
medical allowances @ 5 per cent of the basic salary is given to all the employees with 
their monthly salary. 
Table 6.9 
Showing Expenditure on Medical Facilities Provided 
in the RBKSCML 
(Rs in Lakh) 
Expenditure 
Medical Reimbursement 
Dispensary Expenses 
Total 
2003-04 
0.76 
0.24 
1.00 
2004-05 
0.90 
0.25 
1.15 
Source: Labour Officer, RBKSCML. 
Educational Facilities 
The management of RBKSCML does not have any school/college of its own. 
However, it provides the transportation facilities for children of workers who used to 
go to nearby Rampur city in different school/ colleges. Total expenditure or school 
bus during the year 2003-2004 was 0.95 lakh, which increased to Rs. 1.15 lakh during 
the year 2004-2005. 
Recreational Facilities 
The management organizes a number of socio-cultural activities for the 
recreation of employees. These facilities include indoor/outdoor games, Mushaira, 
Qawwali, Kavi Sammelan, Musical and Dancing Programme and other cultural 
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activities. The budget on these items depends on the requirement and the sanction by 
the general Manager. 
Canteen Facilities 
The Company has established a canteen for providing refreshment to the 
employees, rendering 24-hour service. The canteen building, water, electricity etc. has 
been provided by the RBKSCML. However, canteen is managed, controlled and 
supervised by a local contractor chosen by the company. Tea, Jalebi, Gulab Jamun, 
Barfi, Matri, Puri Sabzi, Pakora, Samosa, Laddu and other snakes and food etc. at 
very low price are available in this canteen. 
Other Facilities 
The RBKSCML also provides various other facilities such as Rest Room, 
Drinking Water, Safety Measures, Fire Services, First-aid facility. Free cycle stand for 
the welfare of the workers. 
WORKING CONDITIONS 
The Company has taken due care of working environment also. The following 
is a brief description of the working conditions in RBKSCML. 
Hours of work 
In RBKSCML, the hours of work have been fixed at 48 hours per week and 8 
hours per day for all categories of workers. While office staff has to work for 42 hours 
per week and 7 hours per day. 
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Rest Intervals 
There is only one interval in RBKSCML in between working hours for one 
hour every day for both working class and office staff. This interval is given for 
lunch. The following table shows the spread over of duties of the different categories 
of employees of RBKSCML. 
Table 6.10 
Showing the Shift Arrangement in UPSSCL 
Shift Duration 
From Hours To Hours 
Time Duration Rest Interval 
From Hours To Hours 
Mill Shift 
I 
II 
III 
10.00 a.m. 
6.00 p.m. 
2.00 a.m. 
6.00 p.m. 
2.00 p.m. 
10.00 a.m. 
8.00 hours 
8.00 hours 
8.00 hours 
1.00 p.m. 
10.00 p.m. 
7.00 a.m. 
2.00 p.m. 
11.00 p.m. 
8.00 a.m. 
Office Shift 
I 9.00 a.m. 5.00 p.m. 8.00 hours 1.00 p.m. 2.00 p.m. 
Source: Labour Officer, RBKSCML. 
One thing would be important to note that hours of work and wages are same 
for workers in all shifts. Every worker wants to work in shift I. To keep workers 
happy, the company has adopted a system of monthly change over in duties. 
Leave and Holidays 
Leave and holidays have their own significance in maintaining harmonious 
labour relations. In RBKSCML weekly off is given to all employees. The company 
provides separate privilege; casual and sickness leave for 15, 10 and 15 days 
respectively to managerial, supervisory and clerical personnel. 
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Other Working Conditions 
About other working conditions in RBKSCML, it was observed that the 
factory is tcept clean. Sweepers remove wastages and dust daily. There is proper 
arrangement for the disposal of waste and effluents. Adequate lighting is also 
available in workrooms. Besides, al! workrooms are well ventilated. In each 
department exhaust fans have been installed for proper humidification. Although 
some sort of smoke and fumes have been seen only at boiler station. However, noise 
pollution was not at higher level during crushing season in the factory. The company 
has also provided adequate numbers of latrines and urinals in the mills for employees. 
TRADE UNIONISM IN RBKSCML 
In RBKSCML, there are five working trade unions, namely, Bhartiya 
Mazdoor Sangh; Adarsh Chini Mills Mazdoor Union; Azad Labour Union; Tarai 
Chini Mill Mazdoor Sangh; Dalit Mazdoor Ekta Sangh. 
The structure of all the unions in the company is more or less the same. The 
general body of each union elects representatives i.e. President, Vice-President, 
General Secretary, Joint Secretary, Office Secretary, Treasurer etc. who in turn select 
the office bearers by direct method in accordance with the needs and strength of the 
union. The general body of each union meets once or tmcQ a year while the executive 
committee once a month or more if needed. All the unions of RBKSCML collect upto 
Rs. 3/- as monthly subscription from the members directly for a general fund. 
Alike other two sectors, there is also lack of unity among the workers of 
RBKSCML. They are divided according to cast, creed, religion, language, region etc. 
due to which the unions are not capable of bargaining properly with management. 
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Industrial Disputes in RBKSCML 
As per labour office records, no strike has taken place for the last 15 years. 
However, unions involved in Gherao in the year 2001, 2002, 2003 and 2004 due to 
some important issues related to employment of deceased workers and promotion. 
Procedure for the Settlement of Industrial Disputes 
The procedure for the settlement of industrial disputes in RBKSCML is also a 
combination of collective bargaining, conciliation, arbitration and adjudication. The 
management always tries to solve the disputes through the mutual efforts of both the 
parties. In case of failure the case is referred to Conciliation Board. The Board try to 
find out the points of difference between the parties, ascertain the grounds on which 
respective claims are based and explore the possibilities to settle the disputes. If the 
parties fail to reach settlement, the Board reports to the U.P. State government along 
with the facts and circumstances on account of which a settlement could not be 
arrived at between parties. If the State Government is satisfied with the report the case 
is referred to Labour Court or Industrial Tribunal for Adjudication, which is the 
ultimate method for settlement of unresolved disputes, by the Government. Major 
issues which are referred to Labour Court in RBKSCML are relating to wage revision, 
promotion, termination, dismissal etc. 
Grievance Procedure 
The management of RBKSCML feels that the formation of a sound grievance 
procedure and its strict adherence is essential condition for maintaining industrial 
harmony. Because unredressed grievances of the workers would ultimately result in 
industrial disputes. If both the parties follow the grievance procedure, it will 
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contribute towards maintenance of peaceful labour relations. Procedure of handling 
employees' grievance in RBKSCM Ltd. is simple. A worker having any grievance 
approach the supervisor who tries to redress it at his level but if he is not able to 
redress it, the worker approach the departmental head who also tries to settle the 
grievance after making a detailed study of the problem. If the worker is not satisfied 
even with judgement of departmental head, the case then is reported to Labour 
Officer. In some cases the workers are allowed to approach even the General Manager 
directly who after consulting with the labour officer takes a decision, which is final 
provided worker, has no intension to report the case to Conciliation Board. 
Conclusion 
The results of the study substantiate the impression that labour relations have 
been cordial in cooperative sector also like other two sectors i.e. public sector and 
private sector. It is worthwhile to mention here that the general trend of peaceful 
labour relations in India as a whole in the post liberalized era prevails in cooperative 
sector sugar mills of India also. Though a case study of only one unit i.e. RBKSCML 
has been done but this study finds that the pattern of employment, wages, welfare 
facilities, working conditions and other determinants of labour relations have been by 
and large same in all other sugar mills operating in the cooperative sector of Uttar 
Pradesh. 
The study further finds that strikes and lockouts have been the things of the 
past in the sugar industry of Uttar Pradesh. Workers of all the three mills selected as 
sample from the three sector- public, private and cooperative were averse to speak 
against the management of their respective mills. To ascertain as to whether it was 
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due to non-availability of alternative opportunities for them or due to the adjustment 
of their mental levels in present day business environment, the researcher conducted a 
survey of their opinions towards different aspects of labour relations in sugar mills of 
Uttar Pradesh. The information through this survey has been discussed and analysed 
in the next chapter where an attempt has also been made to measure the degree of 
satisfaction of employees. 
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CHAPTER VII 
LABOUR RELATIONS IN SUGAR 
INDUSTRY OF UTTAR PRADESH 
- A SUM VEYANM YSIS 
CHAPTER-VII 
LABOUR RELATIONS IN SUGAR INDUSTRY OF 
UTTAR PRADESH: A SURVEY ANALYSIS 
The study in the preceding three chapters brings to fore that labour relations 
practices more or less have a similar pattern in the mills of the three different sectors 
of the sugar industry of Uttar Pradesh namely: (i) those managed by the U.P. State 
Government; (ii) those privately owned and managed but subject to State regulation; 
and (iii) those cooperatively owned and managed. The study was based on a sample 
survey of one mill from each of the aforementioned sectors. 
The present chapter, the crux of the study, is devoted to make a survey of 
employees' attitude towards management. A comparative analysis of the industrial 
psychology of employees in terms of job satisfaction, attitude, aspiration of 
employees, etc. has also been done to know the opinion of the employees about the 
existing problems of labour relations in sample mills. A questionnaire with a number 
of questions on labour issues like personnel policies and practices, wages, labour 
welfare, working conditions, trade unions, strikes, procedure for settlement of 
disputes, redressal of worker's grievances and taking disciplinary action, employees' 
participation in management etc. was designed to study the degree of job satisfaction 
amongst employees. A random survey of 195 respondents from DSIL, 62 respondents 
of UPSSCL and 63 respondents from RBKSCML was done by arranging personal 
interviews with them. The personal interviews were conducted mainly to know their 
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reaction and to locate problems, which are not easily seen to avert action of 
employees. The analysis is based mainly on the responses received from them. 
Employees' Opinion towards the Personnel Policies and Practices 
The following data reveals the opinion of employees regarding personnel 
policies and practices in the sample sugar mills. 
Table 7.1 
Showing the Employees' Opinion Towards the Personnel Policies and Practices 
(Percentage) 
Factors 
Recruitment 
Procedure 
Selection 
Procedure 
Training 
Scheme 
Transfer Policy 
Promotion 
Policy 
UPSSCL 
s 
32 
32 
30 
55 
72 
D 
65 
68 
70 
43 
20 
NO 
3 
0 
0 
2 
8 
DSIL 
S 
65 
68 
82 
73 
65 
D 
30 
31 
18 
27 
35 
NO 
5 
1 
0 
0 
0 
RBKSCM 
S 
40 
48 
38 
52 
63 
D 
59 
47 
62 
47 
37 
NO 
1 
5 
0 
1 
0 
Source: Questionnaire and personal interviews 
S = Satisfied; D = Dissatisfied; NO = No Opinion 
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Figure 7.1 
Showing the Employees' Opinion Towards the Personnel Policies and Practices 
Chart Showing the Employees' Opinion 
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Practices 
RBKSCM 
• Recruitment 
Procedure 
• Selection 
Procedure 
• Training Scheme 
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A survey of the personnel policies and practices of the sample companies 
clearly reveals that the employees of DSIL have shown a higher degree of satisfaction 
than the employees of UPSSCL and RBKSCM. Out of total 65 per cent respondents 
are satisfied with the recruitment procedure of DSIL. However, in UPSSCL only 32 
per cent respondent are satisfied, whereas in RBKSCM the percentage of employees 
satisfied with the recruitment procedure is 40 per cent. In DSIL 30 per cent of total 
sample is dissatisfied with the recruitment procedure and 5 per cent have not any 
opinion. The level of dissatisfaction is very high in UPSSCL as 65 per cent 
respondent showed dissatisfaction towards the recruitment procedure. In RBKSCM, 
and 59 per cent respondents have shown dissatisfaction. The percentage of employees 
who did not give any opinion is only 3 and 1 per cent respectively in UPSCL and 
RBSKCM. 
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Of the total, 68 per cent respondents were satisfied with the selection 
procedure in DSIL. However, in UPSSCL only 32 per cent respondent are satisfied, 
whereas in RBKSCM 48 per cent employees are satisfied with the selection 
procedure. In DSIL, the percentage of dissatisfied employees is 31 and RBSKCM, in 
UPSSCL 68 per cent 47 percent respondents are dissatisfied with the selection 
procedure. Those who are neither satisfied nor dissatisfied with the selection 
procedure are only 5 per cent in RBKSCM. 
In DSIL, 82 per cent respondents are satisfied with the training schemes. 
However, in UPSSCL only 38 per cent and 30 per cent in RBSSCM respondent are 
satisfied with the training scheme. In DSIL 18 per cent employees are dissatisfied, 
whereas 62 per cent respondents are dissatisfied with training schemes in RBKSCM 
and only 70 per cent respondents of UPSSCL have shown their dissatisfaction 
towards training scheme. 
As far as transfer policy of DSIL is concerned, 73 per cent respondents are 
satisfied with the transfer policy of the company. However, in RBKSCM only 52 per 
cent and in UPSSCL 55 per cent of the respondents are satisfied with the transfer 
policies of their companies. In DSIL, 27 per cent employees are dissatisfied, whereas 
43 per cent respondent shown their dissatisfaction towards transfer policy of 
UPSSCL. In RBKSCM, 47 per cent respondents showed their dissatisfaction towards 
transfer policy. 
Besides, 65 per cent respondents are satisfied with the promotion policy of 
DSIL. In RBKSCM also more than 60 per cent i.e. 63 per cent respondents are 
satisfied. But the degree of satisfaction amongst the employees of UPSSCL was high 
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as 72 per cent of the conditions are satisfied with the promotion poh'cy. In DSIL, 35 
per cent employees are dissatisfied with the promotion policy and 37 per cent 
respondents showed of RBKSCM and only 20 per cent respondents of UPSSCL are 
dissatisfied with the promotion policy of their companies. Those who were indecisive 
about the degree of satisfaction with the promotion policy of their respective company 
are only 8 per cent in UPSSCL. 
Employees' Opinion Towards the Wages and Salaries 
Wages and salaries determine the degree of job-satisfaction among the 
employees. The following table exhibits the opinion of respondents regarding their 
remunerations. 
Table 7.2 
Showing the Employees' Opinion Towards the Wages and Salaries 
(Percentage) 
Merit 
Satisfied 
Dissatisfied 
No opinion 
Total Percentage 
UPSSCL 
65 
35 
-
100 
DSIL 
38 
60 
2 
100 
RBKSCM 
68 
30 
2 
100 
Source: Questionnaire and personal interviews. 
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Chart Showing the Employees' Opinion 
Towards the Wages and Salaries 
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When all the three mills are compared on the basis of actual wages and 
salaries significant differences are observed. A majority of the respondents in 
UPSSCL and RBKSCM, i.e. 65 per cent and 68 per cent were satisfied with the 
existing wages, whereas in DSIL only 38 per cent employees are satisfied with their 
monthly emoluments. However, there is contentment among the employees of 
UPSSCL and RBKSCM with regard to wages and other financial benefits as 
compared to DSIL. The level of discontent is so high that 60 per cent of the 
respondents of DSIL are unhappy with the monthly amounts they get, however, in 
UPSSCL and RBKSCM only 35 per cent and 30 per cent respectively showed 
unhappiness towards their wages. 
Employees' Opinion Towards Welfare Facilities 
Labour welfare facilities in sugar mills have significance from the point of job 
satisfaction. The provision of various financial and non-financial facilities has direct 
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bearing on the productivity of employees. Table 7.3 reflects the attitude and opinion 
of employees towards welfare facilities. 
Table 7.3 
Showing the Employees' Opinion Towards Welfare Facilities 
(Percentage) 
Factors 
Financial 
Bonus 
P.F. 
Gratuity 
Loan & Adv. 
Non-Financial 
Housing 
Medical 
Educational 
Recreational 
Canteen 
UPSSCL 
S 
44 
63 
69 
73 
65 
24 
47 
48 
48 
D 
53 
27 
31 
27 
35 
76 
51 
52 
49 
NO 
3 
0 
0 
0 
0 
0 
2 
0 
3 
S 
54 
71 
74 
69 
55 
65 
75 
65 
68 
DSIL 
D 
46 
29 
26 
31 
45 
35 
25 
34 
30 
NO 
0 
0 
0 
0 
0 
0 
0 
1 
2 
RBKSCM 
S 
42 
61 
67 
71 
63 
22 
45 
46 
46 
D 
58 
25 
29 
25 
33 
74 
49 
50 
47 
NO 
0 
0 
0 
0 
0 
0 
1 
0 
1 
Source: Questionnaire and personal interviews 
S = Satisfied; D = Dissatisfied; NO = No Opinion 
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Figure 7.2 
Showing the Employees' Opinion Towards Financial Facilities 
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Figure 7.3 
Showing the Employees' Opinion Towards Non-Financial Facilities 
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It is observed during the survey that excepting bonus a majority of respondents 
of DSIL, UPSSCL and RBKSCM are satisfied with the financial facilities provided to 
them. In RBKSCM 42 per cent respondents opined favourably saying that they are 
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getting only a minimum bonus, as the mill is running at loss. At the same time 58 per 
cent respondents disagreed with the profit sharing scheme. However, only 44 per cent 
respondents were satisfied with the payment of bonus in UPSSCL as against 53 per 
cent respondents who were not at all satisfied. Regarding P.F. Schemes, Gratuity 
Payment, Loans and Advances facilities, a majority of respondents have shown higher 
degree of satisfaction, whereas, at the same time, a remarkable number of respondents 
of UPSSCL and RBKSCM mill complained that at the time of leaving the 
organization, they have to wait for longer time and roam around the general offices 
for getting their dues. Some respondents of DSIL also reported the same problem. The 
table also reveals that out of all the three mills surveyed, except DSIL the employees 
are not happy with the provision of housing. Since, the employees of UPSSCL and 
RBKSCM are not provided with adequate housing facility, as against the majority of 
respondents of DSIL are satisfied with the housing facility provided by the company. 
Some variations are also noted in the degree of satisfaction for either facilities like 
Medical, Educational, Recreational and Canteen etc. 
Out of total 65 respondents of DSIL mill employees are satisfied with the 
medical facilities as against 24 per cent and 22 per cent of UPSSCL and RBKSCM 
respectively. Moreover, 75 per cent respondents of DSIL are satisfied with the 
educational facilities as against 47 per cent and 45 per cent of UPSSCL and 
RBKSCM respectively. Similarly, 65 per cent respondents opined in favour of 
recreational facilities as against 48 per cent and 46 per cent employees of UPSSCL 
and RBKSCM. Respondents are also enquired about the canteen facilities provided to 
them. In DSIL, expressed satisfaction as against 48 per cent and 46 per cent of 
UPSSCL and RBKSCM respectively. 
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Employees' Opinion Towards Working Conditions 
It would also be more purposeful if an analysis of job satisfaction of 
employees is done in the light of existing working conditions. Feelings of respondents 
towards the working conditions in all the three sugar mills have also been analysed in 
the following table. 
Table 7.4 
Showing the Employees' Opinion Towards Existing Working Conditions 
(Percentage) 
Factors 
Lighting 
Ventilation 
Temperature 
Humidity 
Dust, Smoke & 
Fumes 
Noise 
Sanitation 
Machinery 
UPSSCL 
S 
85 
78 
73 
68 
55 
64 
72 
51 
D 
15 
20 
25 
20 
40 
36 
28 
45 
NO 
0 
2 
2 
12 
5 
0 
0 
4 
DSIL 
S 
94 
96 
90 
93 
88 
91 
84 
95 
D 
6 
4 
6 
6 
12 
9 
12 
5 
NO 
0 
0 
4 
1 
0 
0 
4 
0 
RBKSCM 
S 
91 
85 
84 
89 
62 
73 
73 
68 
D 
9 
15 
15 
11 
35 
27 
26 
29 
NO 
0 
0 
J 
0 
3 
0 
1 
3 
Source: Questionnaire and personal interviews 
S = Satisfied; D = Dissatisfied; NO = No Opinion 
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Figure 7.4 
Showing the Employees' Opinion Towards Existing Working Conditions 
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It was assessed through the survey that on the whole the working conditions in 
DSIL are quite satisfactory since more than 90 per cent employees have shown a 
higher degree of satisfaction towards every aspect of working conditions. A close 
perusal of the data reveals that the working conditions in UPSSCL and RBKSCM are 
also quite tolerable and a majority of respondents are not against the existing working 
conditions. Only a small number of employees in the DSIL, UPSSCL and RBKSCM 
sugar mills have shown their disagreement with the working conditions. 
Employees' Opinion Towards the Union's Activities and Managements' Attitude 
Towards Unions 
A review of employees opinion in respect of trade unions enables us to learn 
about the activities of union and attitude of management towards their unions. Table 
7.5 focuses on the expressions of the respondents towards the activities of trade 
unions and attitude of management towards the trade unions. 
Table 7.5 
Showing the Employees' Opinion Towards the Union's Activities and 
Management's Attitude Towards Unions 
(Percentage) 
Factors 
Union's 
activities 
Management 
attitude 
UPSSCL 
S 
71 
62 
D 
27 
37 
NO 
2 
1 
DSIL 
S 
32 
20 
D 
68 
80 
NO 
0 
0 
RBKSCM 
S 
66 
73 
D 
34 
27 
NO 
0 
0 
Source: Questionnaire and personal interviews 
S = Satisfied; D = Dissatisfied; NO = No Opinion 
192 
Labour Relations in Sugar Industry of U.P. : A Survey Analysis 
Figure 7.5 
Showing the Employees' Opinion Towards the Union's Activities and 
Management's Attitude Towards Unions 
Chart Showing the Employees' Opinion 
Towards the Union's Activities and 
Management's Attitude Towards 
Unions 
I Union's activities 
I Management 
attitude 
It was observed during the survey that of the total respondents 32 per cent in 
DSIL, 71 per cent in UPSSCL and 66 per cent RBKSCM are satisfied with the 
activities of trade unions. The respondents are of the view that union leaders of 
recognized unions in DSIL are under the grip of management. The unions neither 
chalk out any welfare programme nor fight for the rights of employees, as about 68 
per cent of the respondents are not having a good opinion about the activities of 
unions. 
Moreover, it is also reported only by 20 per cent respondents in DSIL that the 
attitude of management was favourable towards their union. On the contrary 80 per 
cent respondents alleged that the management does not encourage their organizations. 
However, the position in regard to UPSSCL and RBKSCM is totally different. 
Generally, the management does not interfere with the legitimate trade union 
activities. As noted through interviews 37 per cent and 27 per cent respondents in 
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UPSSCL and RBKSCM respectively feel that the management of their company 
possesses a hostile attitude towards their association. Besides, in UPSSCL and 
RBKSCM, no proper record of membership is kept regarding un-recognized unions. It 
is also found that worker's participation in trade union activities is significantly high 
in UPSSCL and RBKSCM as compared to DSIL. 
Employees' Opinion Towards Organising Strikes 
Worker's willingness to organize the strikes gives an idea about the opinion of 
employees to participate in strikes. The data given in Table 7.6 reflects more 
statistical information about the opinion of the respondents in their belief in a strike in 
all the three sugar mills i.e. UPSSCL, DSIL and RBKSCM as shown in table 7.6. 
Table 7.6 
Showing the Employees' Opinion Towards Organising Strikes 
(Percentage) 
Criteria 
In favour of Strikes 
Against the Strikes 
No opinion 
Total percentage " 
UPSSCL 
63 
35 
2 
100 
DSIL 
38 
61 
01 
100 
RBKSCM 
74 
21 
5 
100 
Source: Questionnaire and personal interviews 
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Figure 7.6 
Showing the Employees' Opinion Towards Organising Strikes 
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From the data it can be observed that of the total respondents 63 per cent in 
UPSSCL and 74 per cent in RBKSCM positively agreed that a strike helps to improve 
conditions, whereas there is 38 per cent of DSIL worker are in favour of strike. The 
percentage respondents who are against the strike is quite insignificant i.e. 35 per cent 
in UPSSCL and 21 per cent in RBKSCM. Out of the above 61 per cent employees of 
DSIL are against the strike. Especially, in UPSSCL and RBKSCM respondents 
opined that without strike they couldn't survive. They demonstrate for getting the 
solution of their problems and not just to show their strength to the management. The 
employees who expressed their unwillingness to participate in strike gave the reasons 
like fear of victimization, apathy, disliking about a strike call etc. 
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Employees' Opinion Towards the Participative Schemes, Procedure of Taking 
Disciplinary Action, Redressal of Grievances and Settlement of Industrial 
Disputes 
Equally important is to know the reactions and feelings of the employees 
regarding the procedure of taking disciplinary action, redressing of grievances, and 
settling the disputes for studying and degree of job satisfaction. Table 7.7 gives the 
opinion of employees regarding the various procedures adopted in the mills. 
Table 7.7 
Employees' Opinion Towards the Participative Schemes, Procedure of Taking 
Disciplinary Action, Redressal of Grievances and Settlement of Industrial 
Disputes 
(Percentage) 
Aspects 
Participative 
Schemes 
Disciplinary 
Action 
Redressal of 
Grievances 
Settlement of 
Disputes 
UPSSCL 
S 
64 
71 
58 
72 
D 
36 
29 
40 
27 
NO 
0 
0 
2 
I 
DSIL 
S 
37 
20 
55 
57 
D 
63 
78 
45 
41 
NO 
0 
2 
0 
2 
RBKSCM 
S 
69 
57 
61 
76 
D 
30 
43 
39 
24 
NO 
1 
0 
0 
0 
Source: Questionnaire and personal interviews 
S = Satisfied; D = Dissatisfied; NO = No Opinion 
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Figure 7.7 
Employees' Opinion Towards the Participative Schemes, Procedure of Taking 
Disciplinary Action, Redressal of Grievances and Settlement of Industrial 
Disputes 
Chart Showing Employees' Opinion 
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As noted in table 7.7, a majority of respondents of all the three sugar mills 
reported that their management does not encourage employees' participation in 
management except a few schemes where there is a legal compulsion. However, the 
degree of satisfaction in this matter was noted higher in UPSSCL and RBKSCM. Of 
the total 37 per cent respondents in DSIL and 64 per cent in UPSSCL and 69 per cent 
in RBKSCM are satisfied with the attitude of management in encouraging and 
offering their participation in the programmes and policies of management. 
In DSIL, 20 per cent employees did not appreciate the procedure of taking 
disciplinary action while 71 per cent respondents in UPSSCL and 57 per cent 
respondents in RBKSCM are happy with the existing procedure of taking disciplinary 
action. Likewise, of the total of 55 per cent and 57 per cent respondents are of the 
view that procedure of redressing grievances and settling the disputes respectively is 
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also acceptable by the DSIL employees. On the other hand, 58 per cent and 61 per 
cent employees of UPSSCL and RBKSCM were also of the view of redressing 
grievances and settling the disputes, whereas 72 per cent and 76 per cent employees 
of UPSSCL and RBKSCM were satisfied with the same procedures and higher degree 
of dissatisfaction was observed. There is a popular belief among the employees of the 
company that the management does not solve their problems in the DSIL. Unless or 
until, they represent their cases to conciliation machinery through union leaders or 
unless resort to a strike action. As most of the employees are illiterate, they are unable 
to follow the grievance procedure. 
Showing the Employees' Opinion Towards Productivity 
The researcher also made a survey of the opinions of the employees regarding 
the productivity of their respective mills. It is noted during survey that 60 per cent 
respondents of public sector, 59 per cent of private sector and 61 per cent of 
cooperative sector feel that productivity of their mill is not low due to autocratic 
attitude of management. Similarly, in public sector 66 per cent, in private sector 75 
per cent and in cooperative sector 68 per cent of the total respondents reported that 
labour relations in their mills are not marred due to dissatisfaction of labour with 
working conditions and inadequate labour welfare facilities. The respondents were 
also enquired about their views on low productivity due men, machines and materials. 
Of the total respondents 80 per cent in public sector, 72 per cent in private sector and 
78 per cent in cooperative sector informed that productivity of their mills is low 
because of inadequate and uncertain supply of sugarcane, shortage of storage, 
inadequate supply of power, lack of modernization in machines, credit, etc. have 
resulted into low productivity. 
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Figure 7.8 
Showing the Employees' Opinion Towards Productivity 
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Q Do you think that the 
productivity of your mill is 
low due to autocratic 
attitude of management? 
• Do you think that the 
productivity of your mill is 
low due to poor working 
conditions and inadequate 
welfare facilities? 
D Do you think that the 
productivity of men, 
machines and materials is 
low in your mill? 
NR = No response 
Test of the Hypotheses 
The present study has been conducted to verify the following hypotheses: 
HOi That sugar industry of Uttar Pradesh has vast potential to grow in fiiture. 
H02 That confrontation is emerging in labour relations due to autocratic attitude 
of management towards labour. 
H03 That labour relations in the sugar industry are marred due to dissatisfaction 
of labour with the working conditions and inadequate labour welfare 
facilities. 
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H04 That the productivity of men, machines and materials is low in the sugar 
industry of Uttar Pradesh. 
H05 That the bargaining capability of the employees is weak in the sugar 
industry of Uttar Pradesh. 
Hoe That the number of industrial disputes has declined in the sugar industry of 
Uttar Pradesh. 
On the basis of survey of the sugar industry of Uttar Pradesh, the researcher tested 
the hypotheses applying statistical tools like sample survey, processing the data, 
calculating percentages, trends, averages etc. and interpreting them to draw logical 
conclusions. 
It is found that the first hypothesis has tested positive on the basis of results. The 
sugar industry of Uttar Pradesh stands out as the largest organized agro-based industry of 
the State as compared to other States. It has vast potential for growth in future since the 
delicencing policy of Government of India introduced in the year 1998 has given impetus 
to the establishment of a large number of private sector sugar mills in Uttar Pradesh. Data 
presented in tables 3.9 and 3.10 supports the positiveness of the hypothesis. Out of 400 
sugar mills in India set up during 2004-05, 106 i.e. 26.50 per cent were located in Uttar 
Pradesh. Besides, the State has contributed 39.69 per cent of total sugar produced in the 
country during the same period. Location of more than one-fourth of sugar mills of India 
is in Uttar Pradesh and contribution of two-fifth to India's total production of sugar is 
substantial indicator of the growth of sugar industry and its vast potential in future. It is 
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important to note here that almost the same trend has persisted since independence and is 
likely to continue in the years to come. 
The second hypothesis is not proved correct to a great extent. Undoubtedly, 
employer today has been dominating and the employees feel insecure also. There is 
always a fear in the minds of workers that employer may show them the exit gate if they 
agitate or raise demands. This has made them more docile and timid especially in the post 
reforms period. They neither resort to anti-management activities nor speak against the 
atrocities of management. Data reveals that in the pre-reforms period (1981-90), 46 per 
cent of the total mandays lost in India were due to lockouts. The proportion has jumped 
to 68.67 per cent in 2004-05. Besides, more than 5 lakh industrial units (small, medium 
and big) have been closed down. During 1991-97, 20720 workers were retrenched and 
4.91 lakh workers were laid off on the plea of redundancy. Even in the year 2004-05, 
2944 workers were retrenched. Despite all this, there is no confrontation in emerging 
labour relations in sugar industry of Uttar Pradesh. The labour relations are satisfactory to 
a very large extent in the sugar mills of public, private and cooperative sectors. 
The third hypothesis is not entirely correct as disclosed by the findings of the 
study. The labour relations are not marred due to dissatisfaction of the employees with 
the working conditions. Employees of sugar mills in all the three sectors have shown a 
high degree of satisfaction towards the working environment. But their employers are not 
equally considerate to further raise the levels of satisfaction by providing adequate and 
upgraded welfare facilities. Although, the private sector has taken a lead (with a few 
exceptions) in the matter of provision of various financial and non-financial welfare 
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facilities, yet 45 per cent of the total employees of this sector are not satisfied with the 
housing facilities. In public and cooperative sector, the level of satisfaction is more than 
60 per cent in most of the financial matters such as P.F., Gratuity, and Loans & Advances 
etc. It is only bonus, which dissatisfies more than 40 per cent of employees in these two 
sectors. 
The fourth hypothesis tests positive to a large extent. At the end of 2003-04, out 
of 144 sugar mills closed down in the country, 19 were from Uttar Pradesh. The 
performance of sugar mills of all the three sectors has remained dismal. The worst 
performers, however, are the government mills followed by cooperative sector sugar 
mills. These mills are not able to make full and judicious use of resources at their 
disposal in the form of men, materials and machinery. They follow traditional and 
hackneyed methods of production; use obsolete machinery, suffer power breakdowns, 
procurement of irregular raw materials etc. As a result, the productivity is low and their 
losses are mounting up year after year. However, the private sector has fared relatively 
better than the other two sectors. The private sector mills are also able to limit the losses 
due to better management practices leading to better utilization of their resources, which 
contributed to higher productivity in these mills. 
The fifth hypothesis comes out partially true. The bargaining power is acquired 
through collective endeavour, which is reflected in the form of trade unions. The 
government and cooperative sector mill owners have been more democratic and allow the 
healthy growth of trade unions. As a result they have multiplicity of unions. Yet the 
bargaining capacity of labour is weak because of the internecine conflicts and struggle for 
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supremacy among the multiple unions, some siding with the management others fighting 
against the management. As against this, there is lack of bargaining power in trade unions 
of private sector mills because the management of private sector sugar mills is against the 
employees' organizations. The employees of these mills are therefore, leaderless and 
rudderless. Of the total employees surveyed 80 per cent have expressed their 
dissatisfaction towards managements' attitude. As against this, in public sector 62 per 
cent and in cooperative 73 per cent of employees have expressed satisfaction towards the 
attitude of management. However, the workers of public and cooperative sector though 
hold bargaining power through their unions do not pressurize their management due to 
their awareness of the financial position of their respective mills and the realization that if 
they exert much, the mills may come to grief adversely impacting their source of 
livelihood. 
The sixth hypothesis of the study comes out quite true. The number of industrial 
disputes in the sugar mills of Uttar Pradesh has come down gradually in the post reforms 
period. It has been found that in public sector 35 per cent and in cooperative sector 21 per 
cent of the total respondents are against the strikes whereas 61 per cent of their 
respondents in private sector are against the strikes. Besides, in all the sugar mills of the 
three sectors in Uttar Pradesh surveyed, no agitation has taken place in the last one and a 
half decade except some minor tussles. The same trend has been observed at all India 
level also (see Chapter II). 
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Conclusion 
Finally, it is summed up from the survey analysis of labour relations in the 
sample mills that the labour relations in private sector sugar mills are emerging 
harmonious as compared to public and cooperative sector sugar mills of Uttar Pradesh. 
There is a downhill trend in the number of strikes and disputes in the sugar mills of all the 
three sectors of Uttar Pradesh. However, differences in attitude of employees are quite 
pronounced in the three sectors. The approach of employees in private sector is to settle 
the issues through negotiations or through third party intervention rather than through 
strikes. The management also does not deem it fit that employees go on strikes. In other 
words, the degree of satisfaction has been quite high among the employees of private 
sector sugar mills of the State in comparison to the employees of sugar mills in public 
and cooperative sector. 
However, the internal story is something absolutely different. The employees 
reported that the productivity of their mill is not low due autocratic attitude of 
management. Similarly, they reported that poor working conditions and inadequate 
welfare facilities are also not causing any loss to productivity of their mills. But the 
labour relations that the researcher has found during survey in sugar mills of Uttar 
Pradesh clearly denotes that though employer is autocratic, working conditions did not 
appear as healthy as in other industries of the country and labour welfare facilities are 
also not upto the mark yet majority of the respondents say they are happy. It is due to fear 
of loss of jobs in case of private sector that the employees do not speak against the 
management. In case of public and cooperative sector, it is due to awareness of the 
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financial position of their respective mills and realization that if they exert much, the 
mills may come to grief adversely impacting their source of livelihood. 
The ensuring eighth and the final chapter presents the overall findings of this 
study with logical conclusions and formulates suggestions to make improvements in the 
labour relations in the sugar mills of Uttar Pradesh under the liberalized era. 
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CHAPTER- VIII 
CONCLUSIONS AND SUGGESTIONS 
Summary of Conclusions and Findings 
The sugar industry holds a prominent position in the economy of the state of 
Uttar Pradesh by virtue of its size, employment potential, contribution to domestic 
product, exports earnings etc. But for the last several years, inadequate and uncertain 
supply of sugarcane, wastage of sugar, shortage of storage, inadequate supply of 
power, lack of modernization in machines, credit, etc. have resulted into low 
productivity. The low productivity has enabled the sugar mills to incur continuous 
losses due to which a number of mills have been either declared sick or are on the 
verge of sickness. Thus, a number of problems of labour relations have aggravated the 
sugar industry of Uttar Pradesh due to low productivity and idle capacity utilization. 
The present research project has been undertaken with a view to make an 
assessment of the emerging labour relations in the sugar mills of Uttar Pradesh. A 
number of formal aspects of labour relations have been dealt with and the study has 
also assessed the attitude of employees, trade union leaders and managerial personnel 
in three sample mills for a comparative study. 
The first chapter introduces the research project and sets out the statement of 
the problem, scope of study, objectives of study, hypotheses of study, research design, 
methodology, limitations and organization of the work. Various studies conducted in 
the field of labour relations in India and even in foreign countries have also been 
reviewed in this chapter. The conclusion is drawn that no doubt researches have been 
Conclusions and Suggestions 
conducted on different aspects of labour relations in India and abroad but hardly any 
work has been carried out on the emerging labour relations in sugar industry of Uttar 
Pradesh. 
A conceptual exposition of labour relations is presented in the second chapter. 
The main conclusions drawn from the thorough analysis of the subject are that at one 
end, it is seen as encompassing all activities connected with human resource 
utilization. On the other hand, it is restricted exclusively to relations with organized 
labour and employers. This chapter also reveals that the problems of labour relations 
have arisen from change over from the primitive stage to modem industrial system. 
But they assumed importance only in the 20"' century with the establishment of large-
scale industries. The industrial disputes in India were rare before First World War, 
because labour class being ignorant of their rights, suffered from class-consciousness. 
Besides, they also lacked organizations among them. The number of industrial 
disputes in India increased since the establishment of ILO. But with the efforts of 
Central/State governments in the Five Plan Documents, National Commission on 
Labour, Industrial Policy Resolutions and with a set of legal enactments in nineties, 
the labour relations situation in the country appears to be cordial and satisfactory. 
Even in recent years, due to globalization and opening up of the economy, the 
government is unable to continue its pro-labour policy. The current trends reveal an 
improvement in labour relations situation in India. This is evident from the fact that 
the percentage of strikes and lockouts to total number of industrial disputes has 
decreased in the post reforms period. This may be due to an increased awareness of 
employees' social responsibilities in order to create a healthy environment or change 
in the pattern of employment, i.e. replacement of permanent employees by temporary 
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employees or increase in job insecurity among the employees. The other reason for 
decrease in the number of industrial disputes may be due to the role of Government 
and Labour Department in aiding and maintaining a harmonious balance between 
labour and management so that there is a conducive atmosphere for achieving the 
objectives of growth and prosperity. However, at the same time, some experts are of 
the opinion that workers and management still lack in realization of industrial 
enterprise being essentially a joint cooperative venture and continue to think in terms 
of their own interests being mutually conflicting. 
Trends of performance and growth of sugar industry of Uttar Pradesh have 
been analysed in third chapter. It has been found that the sugar industry is the largest 
organized agro-based industry of Uttar Pradesh. It provides direct employment to 
about 70,000 people and indirectly supports the livelihood of over three million 
sugarcane growers. 
At the outset, it is worth mentioning that over the years, the sugar industry has 
been facing both internal and external challenges. Even after a decade of economic 
reforms, the industry continues to be under stiff government control and regulation. 
There is a control right from the procurement of sugarcane to the marketing of sugar 
and its by-products. World Bank (1996) estimates that if the existing sugar policies 
continue in India, they could cost the economy around $2 billion a year by 2004. The 
licensing policy regime did not allow capacity expansion of the existing mills and 
thus restricted them to avail economies of scale. However, after delicencing of the 
industry in 1998, the entrepreneurs got incentives to set up new plants of large sizes 
and expand production capacity of the existing mills. Apart from these domestic 
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issues, distorted production and trade policies followed by some developed countries 
have also been adversely affecting the competitiveness of the industry. 
Besides, the duration of crushing season is one of the vital factors in the 
performance of the sugar industry. Both long as well as short durations of crushing 
season adversely affect the industry. While long duration affects the economic 
working of the industry due to high down time and lower recovery, the short duration 
leads to higher overhead expenses. Based on the regional agro-climatic conditions, a 
season of 150-180 days duration is considered optimal. 
In Uttar Pradesh the period from the point of view of sugar recovery is largest 
in the private sector, followed by cooperative sector. The government sector has the 
shortest average duration of operation. Besides, working days of the sugar industry 
are also lost due to various reasons like strikes, lock-outs, break-downs due to 
technical faults, sugarcane shortages, shut-down due to routine clearing and servicing 
of plant, bad weather etc. 
To summarize, it has been inferred from the study of performance and growth 
of sugar industry of Uttar Pradesh that the future prospects of the sugar industry 
seems to be bright. All demand side drivers, such as increase in per capita incomes, 
urbanization, changing consumer tastes and performances, increasing diversified use 
of sugar and its by-products, etc. indicate that the industry would achieve remarkable 
growth in future. Policy induced factors, such as setting up new sugar and 
cogeneration plants and expansion of the existing plants etc. would encourage the 
entrepreneurs not only to expand production capacity to achieving economies of scale 
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but also motivate them to diversify their activities. However, major worries of the 
industry in future may be related to supply side constraints. 
There is a limited scope of bringing more area under sugarcane cultivation. 
About 60 per cent of cultivated land is unirrigated where sugarcane cultivation can 
not be economically viable. Even in the irrigated regions, water scarcity may 
adversely affect the acreage under it. Food security is another factor that may 
indirectly affect the acreage under sugarcane. With the increase in population, 
demand for cereals will go up. 
To maintain food security, the government may make policy intervention in 
terms of raising MSP for cereals and may bring legislation to prevent the conversion 
of food crops's areas into sugarcane cultivation. All these supply side likelihood 
indicate to the gray side of the industry. However, the silver lining in Uttar Pradesh is 
that still more than 50 per cent of sugarcane products is used for traditional 
sweeteners like 'Gur" and "Khandsari". This reveals that appropriate sugarcane price 
policy may attract additional supply of sugarcane to the industry in future. 
Chapter fourth, fifth and sixth are the case studies of labour relations in Uttar 
Pradesh State Sugar Corporation Ltd. (UPSSCL), Dwarikesh Sugar Industries Ltd. 
(DSIL) and Rudra Bilas Kisan Sahkari Chini Mills Ltd. (RBKSCML). These three 
mills represent public, private and cooperative sectors respectively. It has been 
concluded from the case studies that the financial position of private sector sugar 
mills has been quite sound, whereas the financial position of government and 
cooperative sugar mills is not much better due to incurring of continuous losses. 
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The main factors contributing to this state of affairs for the government and 
cooperative sugar mills are decrease in the value of production, steep increase in the 
price of sugarcane, fuel and power cut, increase in the interest charges, old and 
obsolete machinery, under utilization of capacity, low productivity per worker. The 
management of government and cooperative sugar factories has been making 
continuous efforts to make the sugar mills economically viable. The government for 
voluntary retirement scheme has prepared an action plan involving sufficient capital 
expenditure. On the approval of this plan, there seems a ray of hope that financial 
position of the government and cooperative sugar mills shall certainly improve. 
In addition to financial evaluation of the sample mills, the researcher also 
made an analysis of how people work together at their work place. Evaluation of 
differences as well as relations arising among them, and how they regulate 
organizational arrangements for the reconciliation of different interests in different 
sectors has been done in these chapters. At the macro level, the present study makes a 
comparison of labour relations practices to draw meaningful implications of labour 
relations in the sugar mills of Uttar Pradesh. 
The second stage of the study at micro level is an evaluation of labour 
relations in the different sectors of sugar industry of Uttar Pradesh. The analysis of the 
empirical study is in keeping on the objectives of this study. The performance of 
industrial enterprises in terms of operating of machinery of collective bargaining in 
the settlement of disputes and maintenance of industrial peace during recent years has 
been examined. This part of the study has focused on policy and practice of the 
management in regard to labour problems as well as role played by the management 
and trade unions in settlement of problems of labour relations in the units under study. 
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The empirical study attempts to examine certain issues pertaining to 
management of the sugar industry of Uttar Pradesh as well as an account of some 
aspects of working people and their trade unions in these enterprises. The details of 
the study takes note of the operation of the personnel management in regard to 
recruitment, promotion, training, wages and welfare activities. The study also 
examines the industrial psychology of employees in terms of job satisfaction, attitude, 
aspiration of employees, etc. which have an impact on labour relations. Here, an 
analysis of the nature of industrial unrest and conflict associated with it has been 
thoroughly studied. Also, a review of the workers' participation in management has 
been done in these chapters. 
The case studies have also attempted to understand the trade union 
consciousness among the employees, as the role of trade unions is a most important 
condition in the labour relations of an industry. Thus, above aspects ultimately 
highlight the various issues of labour relations in resolving industrial conflicts as well 
as in maintaining harmonious labour relations in the mills. 
Inferences drawn from the empirical survey of attitude of employees towards 
management are that the degree of satisfaction among the employees of all the three 
factories differs from sector to sector. The satisfaction level of employees as regards 
personnel policies and practices like recruitment (65 per cent), selection (68 per cent), 
training (80 per cent), transfers (73 per cent) and promotions (65 per cent) is high in 
private sector (DSIL) which reveals that the employees of DSIL have shown a 
remarkable satisfaction as compared to public and cooperative sector. However, a 
comparison of employees of public and cooperative sector towards the personnel 
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policies and practices shows that in some aspects public sector has been better than 
the cooperative sector and vice versa. 
In public sector (UPSSCL) only 32 per cent employees are satisfied with the 
recruitment procedure as against 40 per cent in cooperative sector (RBKSCML). 
Selection procedure is found better in cooperative sector (48 per cent) than public 
sector (32 per cent). Training scheme of cooperative sector is also found superior than 
public sector i.e. only 30 per cent respondents of cooperative sector are satisfied as 
against (38 per cent) of public sector. Satisfaction of respondents as regards transfer 
policy of both the sectors does not vary much but promotion policy of public sector is 
found superior than cooperative sector. In public sector 73 per cent employees are 
satisfied with promotion policy as against 63 per cent in cooperative sector. 
In case of employees' opinion towards the wages and salaries, it has been 
observed that public and cooperative sector have won the confidence of their 
employees. Less than 40 per cent employees of private sector sugar mills have been 
satisfied with the wages and remaining have expressed dissatisfaction towards wages 
and salaries. The degree of satisfaction in public sector and cooperative sector is high 
i.e. 65 per cent and 68 per cent respectively due to the fact that the companies 
implement the wage awards properly and timely. 
There is a mixed response of employees towards the welfare facilities. A 
majority of the employees of the three sectors surveyed is satisfied with the various 
financial and non-financial facilities provided to them by their employers. It is only 
housing facility, which is not sufficiently available to the employees of private sector 
mills as found 45 per cent of the employees are not satisfied with the housing 
214 
Conclusions and Suggestions 
facilities of their company. However, public and cooperative sector have made 
sufficient arrangement for providing housing facilities to their employees. More than 
60 per cent of the employees are satisfied with housing facilities in these two sectors. 
Some variations have been noted in the degree of satisfaction for facilities like, 
educational, medical, canteen and recreational facilities etc. 
The level of satisfaction towards working conditions, which include hours of 
work, shift arrangement, leave and holidays, illumination, ventilation, temperature, 
humidity, dust, smokes and fumes, noise, cleanliness, over crowding, machinery etc. 
is quite satisfactory in all three sectors. It is found that more than 75 per cent of the 
employees of each sector are satisfied as regards these factors. Only a small 
percentage of employees has shown disagreement with the working conditions of 
their respective mills except in case of machinery in public sector with which around 
50 per cent of employees are not satisfied. 
The researcher also posed some questions regarding the employees' opinion 
towards the union's activities and management's attitude towards unions. It is 
observed that satisfaction level is higher in case of public and cooperative sector as 
compared to private sector. It is also important to note that there is a multiplicity of 
trade unions in public and cooperative sector sugar mills. As a consequence, uttermost 
confusion has arisen among employees as to whom they should join and land support. 
It has also been noted that quite a good number of employees are members of more 
than one union, which reveals the absence of union consciousness amongst 
employees. 
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The unions have not paid much attention towards conducting the welfare 
facilities or properly leading the employees. Even than a good number of employees 
i.e. 71 per cent in public sector, 66 per cent in cooperative sector are found satisfied 
with the activities of their unions. In private sector, employees do not have any faith 
in trade unions, as 68 per cent of the total employees are not satisfied with the union's 
activities. The same people reported than the management is not much hostile to their 
unions as more than 60 per cent employees of public sector and more than 70 per cent 
employees of cooperative sector found the attitude of their managements soft towards 
them. But it is just reverse in case of private sector where 80 per cent of the 
employees are neither satisfied with the activities of unions nor with the attitude of 
management towards their unions. 
When the respondents are enquired about the organizing the strikes, majority 
of respondents in public sector i.e. 63 per cent and 74 per cent in cooperative sector 
are not frightened with their management. However, the fear of victimization has been 
quite rampant in private sector as more than 60 per cent employees of this sector are 
against the strikes. The employees of other two sectors opined that without strikes 
they could not survive. They demonstrate to get the solution of their problems and not 
just to draw their strength to the management. But they generally avert such situations 
due to loss of mandays and production. 
Equally important is to study the reactions and feeling of the employees 
regarding the procedure of taking disciplinary action, redressing of grievances and 
settling the disputes. The degree of satisfaction regarding participative schemes and 
disciplinary action is higher in public sector (64 per cent and 71 per cent respectively) 
and cooperative sector (69 per cent and 57 per cent respectively) as compared to 
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private sector. Redressal of grievances is almost good though not acceptable to all the 
respondents interviewed. Those satisfied are 58 per cent in public sector as against 55 
per cent in private sector and 61 per cent in cooperative sector. However, when 
employees of all three mills were questioned about the procedure for settlement of 
disputes, the satisfaction level is high in public sector (72 per cent) and cooperative 
sector (76 per cent) as compared to private sector (57 per cent). 
Thus, on the basis of empirical study of labour relations in three sectors of 
sugar industry of Uttar Pradesh chosen from public, private and cooperative sector, it 
has been brought out that the labour relations does not appear to be poor in all the 
three sectors of sugar industry of Uttar Pradesh rather the researcher found a lot of 
cordiality in labour management relations in all the mills surveyed. Only the degree of 
satisfaction/dis-satisfaction differs from one sector to other. 
In case of public sector sugar mills of Uttar Pradesh, all the times the 
industrial awards are implemented in time. Personnel policies and practices are quite 
appreciable and in other labour matters too the public sector has been acting as a 
model employer. Labour force has been attached greater importance in all matters 
despite losses their demands are fulfilled. There is greater degree of satisfaction and 
job security among the employees of public sector. 
But when we examine the labour relations in the private sector sugar mills, it 
is found that the employer is in a strong position than employees. The employees are 
not secured about their jobs due to indifferent attitude of management. They are not 
sure that how long they are in job and when their employer will say good-bye to them. 
The employees are not happy with the payment of wages but they are more satisfied 
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with the policies, practices of personnel management. As a whole the survey finds the 
employees of private sector more satisfied with their employer in comparison to 
employees of public and cooperative sector. The cooperative sector sugar mills alike 
other two sectors provide maximum benefits to workforce to attain their maximum 
cooperation. This helps them increase productivity that in turn promotes harmonious 
labour relations. The employees of cooperative sector rank their organization at 
number two position in terms of degree of satisfaction towards various factors, first 
being private sector. 
On the basis of an in depth study it is analysed that it is because of poor 
performance that the sugar mills run by government are either sick or on the verge of 
sickness. They have been incurring continuous losses. But in the post liberalized era, 
due to fear of closure or victimization the employees of the whole country have 
adopted a docile attitude which is evident from the fact that the number of disputes 
workers involved and mandays lost in the post liberalized era has been on a declining 
trend. Though the employees have not resorted to much agitation in the last one 
decade in any of the mills surveyed yet they are not fully satisfied with the 
management of their respective mills. There is urgent and greater need to improve the 
productivity of men, machines, and materials along with full utilization of capacity in 
the sugar mills of Uttar Pradesh to maintain an ideal labour relations situation. 
SUGGESTIONS AND RECOMMENDATIONS 
The present study has led to significant findings with regard to the emerging 
labour relations in the sugar industry of Uttar Pradesh. During the course of empirical 
survey, the researcher observed that besides low productivity of mills, there are 
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problems of job-dissatisfaction and job insecurity among employees of all the three 
sectors of sugar industry of Uttar Pradesh. Undoubtedly, labour relations are neither 
very poor nor very amicable and uniform in all the three sectors of sugar industry of 
the State. There is still a scope and need to establish healthy relationship between the 
employees and employers so as to seek full cooperation of the employees and provide 
them absolute satisfaction. The following suggestions will go a long way to develop a 
better understanding between the mill owners and employees. Moreover, the general 
working environment inside/outside the mills will also be improved in the sugar mills 
of Uttar Pradesh. 
• Systematic training needs to be given to employees in those job categories 
where the conventional 'on the job' training is insufficient to give the 
better results; 
• Workers' education programme must be planned with realism and 
flexibility and must clearly serve the needs of the employees, which they 
are designed to cover. Employees with right attitude abilities and 
intelligence should be sponsored for technical/professional courses offered 
by highly specialized institutes. 
• Training and education alone will not be enough to motivate the 
employees to give their best. Their social and economic conditions should 
be increased by way of giving some advancement in their incomes. The 
wage structure needs several reforms to ensure that the wages are linked 
with productivity in such a way that the employees get more if they exert 
more and their wages do not fluctuate because of factors for which they 
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are not responsible. Besides, low wages to the temporary employees in 
private sector sugar mills is a serious problem. As a result, they are not in a 
position to conveniently make their both ends meet. They are not able to 
provide themselves and their family the basic requisites of life. It is, 
therefore, suggested that all the employees of the mills should also be 
given adequate wages and a reasonable share in profits. 
The employees should also be paid extra wages in lieu of extra work 
(overtime) performed by them, so that other employees could be 
encouraged. As regards the honour of order, the orders viz. small or large 
should be taken up on priority basis. 
A comprehensive health programme should be created for the regular 
check up of employees by the doctors. Moreover, satisfactory physical and 
mental health services should be provided in all three sectors of sugar 
industry of Uttar Pradesh. 
• There is also need for separate department of industrial hygiene, which is 
generally part of medical department and partially attached with safety 
department in most of the organizations in India. 
• Another issue, which remains unnoticed by the management of the 
Government sector and Cooperative sector sugar mills, is the inadequate 
arrangement of safety devices inside the factories. However, the safety of 
industrial workers is as important as their health. The management should 
reduce the number of accidents that occur inside the factory by adopting 
safety measures. 
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The problem of housing of employees has become extraordinarily difficult 
in case of private sector sugar mills of Uttar Pradesh. The crisis can be met 
only by the united efforts of the employers, State and other agencies by 
constructing low cost houses. It is suggested that the employees should be 
provided accommodation on rent/hire purchase basis on soft terms near 
factory gate. 
The sugar mills should provide uniform to all the employees and they 
should be asked to put on the uniform while on duty. The uniform will 
create a sense of responsibility and belongingness towards their job. 
Most of the employees of sugar mills start early without taking meals from 
their homes to join their duties. They should be provided canteen facility at 
subsidized rates. 
Some indoor games facilities should be provided as per the interest of 
employees such as chess and carom. There should be proper facility of 
improving knowledge regarding welfare activities provided to the new 
employees after joining within a month, so that they can avail all fringe 
benefits through welfare facilities. 
• To inculcate more cooperation and sense of belongingness amongst the 
employees, more socially oriented programmes like festival celebrations, 
get togethers, picnic trips etc. should be organized by the management at 
regular intervals. This would definitely have a positive impact on the 
morale and productivity of the employees. 
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• Public Sector and Cooperative Sector Sugar Mills of Uttar Pradesh are in 
great danger of being technologically left behind in the modem industrial 
scene unless systematic and proper modernization efforts are made. It is 
found during survey that the productivity of men, machines and materials 
is low in Public Sector and Cooperative Sector Sugar Mills of Uttar 
Pradesh. The productivity of these sugar mills is not low because of poor 
labour relations but mainly due to outdated machinery, shortage of 
sugarcane supply, short crushing season, shortage of power etc. It is 
suggested that to meet the challenges of globalisation, better machinery 
should be imported by these sectors from outside the country for 
producing high quality of sugar at reasonable prices. This will definitely 
help in increasing the productivity of men, machines and materials on the 
one hand and profitability of these sugar mills on the other. 
• Generally, the casual and contract labour in the sugar mills of Uttar 
Pradesh is not provided the retirement and old age benefits. It is suggested 
that the management should make some provision so that the employees 
who are working for a long time are not deprived of these benefits 
• Though the employees of all the mills have expressed their satisfaction 
with regard to working environment of their organizations with minor 
degree of variations. Still in order to win their confidence, the employers 
should develop the working environment inside the mills in such a way 
that the employees work more efficiently. 
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The private employers should erase the feeling that the trade unions are not 
worthy of being taken into confidence. They should stretch their hands to 
welcome the trade unions to play their pivotal role for achieving 
performance oriented work culture. History is evident that no trade union 
likes to see that performance of the industry they belong to deteriorate. 
Thus, the whole bureaucratic organization must be scrapped and replaced 
by a democratic organization. The employers should make it a point that 
man management is an art. To keep the employees motivated, it is 
important to understand them. 
Lastly, employer should feel that the employees are human beings; their 
dignity should be respected so that they feel themselves as a part and 
parcel of the organization. They should be given proper respect so that 
they feel themselves as the members of the organization. They should also 
be taken into confidence while taking the important decisions. Besides, the 
atmosphere inside the factory should be made employee friendly. For this, 
the management should organize periodical get togethers in which all the 
employees of the factory-rural, urban, newcomers etc. should be 
introduced to one another so that they get mixed up as a family. 
It is important that the sugar industry of Uttar Pradesh grows smoothly and in 
an environment of cordiality of labour management relations. The survival of the 
industry is essential and beneficial to the economy of State as well as to the 
generation of income to its subjects. The above-mentioned suggestions, it is felt, 
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would go a long way in improving the productivity as well as profitability of sugar 
mills of Uttar Pradesh. 
Scope for Future Researches 
In the present research project three case studies on the emerging labour 
relations in sugar industry (public, private and cooperative sector) of Uttar Pradesh 
have been conducted. Such regional studies provide a better picture of the labour 
relations of a country. In view of the gaps in the present study, the following areas of 
research are suggested for future probe: 
1. A Study of Industrial Unrest in Sugar Industry of Uttar Pradesh; 
2. Collective Bargaining in Sugar Industry of Uttar Pradesh; 
3. Workers' Participation in Management in Sugar Industry with special 
reference to Uttar Pradesh; 
4. Employee Turnover in Indian Industries - A Case Study of Selected Sugar 
Mills of Uttar Pradesh; 
5. Labour Welfare and Working Conditions in Indian Corporate Sector - A Case 
Study of Sugar Industry of Uttar Pradesh; and 
6. Trade Unionism in Sugar Industry with special reference to U.P. State. 
224 
BIBLIOGRAPHY 
BIBLIOGRAPHY 
BOOKS 
> Agarwal R.D., "Dynamics of Labour Relations in India", Tata McGraw Hill 
Publishing Co. Ltd. Bombay, 1972. 
> Agnihotri, V., "Industrial Relations in India", Atma Ram & Sons, Delhi, 1970. 
> Breach, E.F.L., "The Principles and Practice of Management", 1955, p. 406.. 
> Chand, K.V.K., "Industrial Relations", Ashish Publishing House, New Delhi, 
1989. 
> Chatterjee, N.N., "Industrial Relations in India's Developing Economy", 
Allied R.K. Agency, Calcutta, 1984. 
> Das, D.K. Lai, "Industrial Relations in India", S. Chand & Co. Ltd., New 
Delhi, 1983. 
> Davar, R.S., "Personnel Management and Industrial Relations in India", Vikas 
Publishing House Pvt. Ltd., 1980. 
> Dunlop, J.T., "Industrial Relations Systems", Henry Holt & Co., New York, 
1958. 
> Dwivedi, R.S., "Management of Human Resources", p. 77. 
> Finston, Howard, V., "Industrial Relations - Managemenf, Labour & Society, 
Mevedith Publishing House, USA, 1964. 
> Flippo, Edwin, B., "Principles of Personnel Management", McGraw Hill 
Kogkusha Ltd., 1976. 
Bibliography 
> Fox, A., "Industrial Sociology and Industrial Relations", HM.SO, London, 
1966. 
> Friedrich Ebert Stiftung, "Social Clause in Trade: Trade Unions' 
Perspective'", Indian Industrial Relations Association, New Delhi, 1996. 
> Friedrich Ebert Stiftung, "Labour Market in Transition: Case of Mumbai", 
Ambedkar Institute for Labour Studies, New Delhi, 1996. 
> Giri, V.V., "Labour Problems in Indian Industry", Asia Publishing House, 
Bombay, 1965. 
> Goyal, R.C., "Problems of Personnel Management and Industrial Relations", 
India, National: Delhi Publishing House, 1971. 
> Haber, William & Levinson, Harold, M. "Labour Relations and Productivity 
in the Building Trades", Bureau of Idustrial Relations, University of 
Michigan, 1965. 
> Harlow,F., Rex & Black,M. Marwin, "Practical Public Relations: Its 
Foundations", Division, Tools and Practices, Harper & Bros, New York, 1946. 
> Hyman, Richard, Industrial Relations, Macmillan, 1975. 
> Ian Turner and Leonie, Sandercock, "In Union is Strength. A History of Trade 
Unions in Australia 1788-1983" (3rd ed., Melbourne 1965). 
> Kapoor, T.N., "Personnel Management and Industrial Relations in India", 
N.M. Tripathi Pvt. Ltd., Bombay, 1968. 
> Kudchedkar, L.S., "Aspects of Personnel Management & Industrial 
Relations", Tata McGraw Hill Publishing Co., New Delhi, 1978. 
> Lester, R.A., "Labour and Industrial Relations: A General Analysis", The 
Macmillan Co., New York, 1954. 
226 
Bibliography 
> Lozovsky, V., "Marx and the Trade Unions", International Publishers Co. 
New York, 1935. 
> Majumdar, Paresh, "An Anatomy of Peaceful Industrial Relations", N.M. 
Tripathi Pvt. Ltd., Bombay, 1973. 
> Mamoria, C.B., "Dynamics of Industrial Relations in India", Himalaya 
Publishing House, Bombay, 1985. 
> Marshal, Alfred, "Principles of Economics", 1961. 
> Mehrotra, S.N., "Labour Problems in India", S. Chand & Co. Ltd., New Delhi, 
1981. 
> Michael Porter, "Creating Tomorrow's Advantage: In Rethinking the Future", 
Nicholas Brealey Publishing, London, 1998, p. 55. 
> Mills, D.Q., "Labour Management Relations", McGraw Hill Book Company, 
USA, 1978. 
> Millar, D.C. & Form. W.H., "Industrial Sociology", Harper & Bros, New 
York, 95. 
> Mirza, M.A., "Worker's Participation in Management in India and Abroad", 
Printvi^ ell Publications, Aligarh, 1982. 
> Monga, M.L., "Industrial Relations and Labour Laws in India", Deep & Deep 
Publications, Delhi, 1983. 
> Mukerjee, R.K., "The Indian Working Class", Hind Kitab Ltd., Bombay, 
1951. 
> Myres, Charles, A., "Industrial Relations in India", Asia Publishing House, 
New York, 1958. 
227 
Bibliography 
> Nair, K. Ramchandran, "Industrial Relations in Kerala", Sterling Publishers 
Pvt. Ltd., New Delhi, 197. 
> Nath, S and Ghosh, P., "Labour Relations in India", Sudha Publications Pvt. 
Ltd.,NewDelhi, 1973,p. 194. 
> Panandihar, S.C, "Industrial Labour in India", Bombay Progressive 
Corporation Ltd., 1971. 
> Verma, Pramod, "Labour Economics and Industrial Relations", Tata McGraw 
Hill Publishing Co. Ltd., Delhi, 1989. 
> Punekar, S.D., Labour Welfare, "Trade Unionism and Industrial Relations", 
Himalaya Publishing House, Bombay, 1981, p. 81.. 
> Ramaswamy, E.A., "Industrial Relations in India", The McMillan Co. of 
India, 1978. 
> Richardson, J. Henry, "An Introduction to the Study of Industrial Relations", 
George Allen and Unwin Ltd., London, 1959. 
> Ross, A.M., "Industrial Relations and Economic Developmenf, McMillan & 
Co. Ltd., 1966. 
> Saxena, R.C., "Labour Problems and Social Welfare", J.P. Nath & Co. 
Educational and Law Publications, Meerut, 1968. 
> Saxena, S.R., "Labour Problems and Social Welfare", Prakashan Kendra, 
Lucknow, 1980. 
> Scott, C.F.W.D., Clothier, R.C., Spriegal, W.R., "Personnel Management", 
1961. 
> Sivayj'a, K.V., "Industrial Relations in Industry, Project sponsored by 
Planning Commission", 1967. 
228 
Bibliography 
> Singh, V.B., "Climate for Industrial Relations", Allied Publishers Pvt. Ltd., 
1968. 
> Singh, M.P., "Labour Management in Sugar Industry", Educational 
Publishers, Lucknow, 1966. 
> Soman, R.J., "Peaceful Industrial Relations: Their Science and Technique", 
Navajivan Publishing House, Ahmedabad, 1957. 
> Somnath, P. Dave, "Gandhiji's Concept of an Industrial Worker", Indian 
Worker, 1958. 
> Srivastava, G.L., "Collective Bargaining and Labour Management Relations in 
India", Bookland Pvt. Ltd., Calcutta, 1962. 
> Srivastava, S.C, "Industrial Relations and Labour Laws", Vikas Publishing 
House Pvt. Ltd., 1984. 
> Tripathi, P.C, "Personnel Management", S. Chand & Sons, Delhi, 1987. 
> Turner, H.A., Clack, G.F. & Roberts, G., "Labour Relations in the Motor 
Industry", Augusts, K., Keiley Publishers, New York, 1968. 
> Verma, Pramod, "Labour Economics and Industria Relations", Tata McGraw 
Hill Publishing Co. Ltd., Delhi, 1987. 
> Walkins, G.S., Dodd, P.A., Naughton, & M.C., Prasow, P., "The Management 
of Personnel and Labour Relations", McGraw Hill Co., New York, 1950. 
> Yoder Dale, "Personnel Management and Industrial Relations", Engle Woods 
Cliffs, New Jersy, Prentice Hall, New York, 1972. 
229 
Bibliography 
REASEARCH PAPERS AND ARTICLES 
> Challappa, H.V.V. & Jhuraney, J.C, "Causes of Peace in Industrial 
Relations", Indian Journal of Industrial Relations, Shri Ram Centre of 
Industrial Relations, New Delhi, July 1982. 
> Gani, A, "Industrial Relations in J&K", Indian Journal of Industrial Relations, 
Shri Ram Centre of Industrial Relations, New Delhi, July 1990. 
> Gupta, S.P., "Post Reform India: Emerging Trends", 1998. 
> Gupta, S.P., "National Renewal Fund: A Look Ahead - ILO Geneva", edited 
by Nandrajog: Paper on the 'Role of National Renewal Fund in Economic 
Restructuring' SEST, New Delhi. 
> Khan, Nawab Ali, "Industrial Disputes by Causes", Business Studies, 1988-
89. 
> Khan, Nawab Ali, "Industrial Relations in Small Scale Sector - A Review", 
Money Matters, New Delhi, Jan. 1989. 
> Khan, Nawab Ali, "Labour Relations and Post Reforms in Indian Economy", 
Financial System and Economic Reforms, Edited by P. Mohana Rao, Deep & 
Deep Publications Pvt. Ltd., New Delhi, 2002 pp. 308-313. 
> Khan, Nawab Ali, "Recreation for Harmonious Industrial Relations", Journal 
of Commerce, AMU 1988. 
> Lalchandani, K.A., "Industrial Unrest - Times for Restraint, The Economics 
Times", Delhi, Aug. 4, 1985. 
> Mohan Das, S.R., "Customary Rights in Industrial Relations, Indian 
Management", April 1, 1974. 
230 
Bibliography 
> Rath, G.C., Giri, D.V. & Parida, S.C, Industrial Relations in Orissa, Indian 
Journal of Industrial Relations, Indian Journal of Industrial Relations, Shri 
Ram Centre of Industrial Relations, New Delhi, Oct. 1991. 
> Samuel Masilamani, "Economic Reforms and Trade Unions in India", 
Friedrich Ebert Stiftung, 1995. 
> Sangal, S.K., "Towards Better Industrial Relations", Yojana Ministry of 
Information and Broadcasting, New Delhi, May I, 1985. 
> Sharma, R.C., "Industrial Relations in Unregulated Industries", Yojana, Dec 1, 
1983. 
Unpublished Ph.D. Theses 
> Khan, Nawab Ali, Problems of Labour Relations in the Textiles Mills of Uttar 
Pradesh, Department of Commerce, AMU, Aligarh, 1992. 
> Matoo, A.R., A Critical Study of Industrial Relations in the Public Sector 
Units of Kashmir, Department of Commerce, AMU, Aligarh, 1984. 
> Mittal, Kusum, Industrial Relations in U.P. from 1960-1976 - A Case Study of 
Glaxo Laboratories India Ltd., Manzoorgarhi, Aligarh, Department of 
Economics, AMU, Aligarh, 1984. 
> Trivedi Sanjay, Collective Bargaining in Steel Industry in India with special 
reference to Rourkela Steel Plant, Ranchi University, Ranchi, 2002. 
ANNUAL REPORTS AND GOVERNMENT PUBLICATIONS 
> Annual Reports, Central Statistical Organization (CSO), Ministry of Planning, 
Government of India, New Delhi. 
> Annual Reports, Department of Labour, U.P. 
231 
Bibliography 
> Census of India, Part Xlll-B, 1981 and 1991. 
> Encyclopedia Britannica, 1961, Vol. 12. 
> Encyclopedia of Social Sciences, Vol. XV. 
> Employment Review, Directorate General of Employment & Training, 
Ministryof Labour, Government of India, New Delhi, 1994-95, 1996-97. 
> Employment Statisitics, Directorate General of Employment & Training, 
Ministiy of Labour, Government of India, New Delhi, 1995-96. 
> Occupational-Educational Pattern of Employees in Private Sector in 1991, 
Directorate General of Employment & Training, Ministry of Labour, 
Government of India, New Delhi, 1998. 
> Handbook of Labour Statistics, Ministry of Labour Government of India, New 
Delhi. 
> ILO Report II, Provisions of Facilities for Promotion of Workers' Welfare, 
Asian Regional Conference, 1997. 
> ILO Report to Government of India on Labour Management Relations and 
Aspects of Wage Policy, 1960. 
> ILO-SAAT, 1995, Proceedings and Papers of the National Tripartite 
Workshop on Economic Reforms, Employment and Poverty in India held at 
New Delhi, September 1994, New Delhi. 
> ILO-SAAT, 1996, India: Economic Reforms and Labour Policies - A Report 
prepared under UNDP Technical Support Service-1, New Delhi. 
> India Economic Reforms and Labour Policies, a report prepared by ILO-
SAAT under UNDP Technical Support Services-1, 1996. 
> Industrial Disputes Act, 1947. 
232 
Bibliography 
> Kothari's Economic and Industrial Guide of India, Madras (1981-2000). 
> Kothari's Year Book on Business and Industry, Madras, 1988. 
> Labour Gazette Issued by the Office of Labour Commissioner, Government of 
Maharashtra Bombay (Monthly). 
> NSSO Household Expenditure Survey 1983 to 1987. 
> Primary Census Abstract, District Census Hand Book. 
> Report of the National Commission on Labour, Government of India, 1969. 
> Report of the Royal Commission on Labour, Government of India, 1931. 
> The Eighth Five Year Plan, Planning Commission, Government of India, New 
Delhi,( 1992-97) 
> The Fifth Five Year Plan, Planning Commission, Government of India, New 
Delhi, (1974-79) 
> The First Five Year Plan, Planning Commission, Government of India, New 
Delhi (1951-56) 
> The Fourth Five Year Plan, Planning Commission, Government of India, New 
Delhi, (1969-74) 
> The Ninth Five Year Plan, Planning Commission, Government of India, New 
Delhi, (1997-2002) 
> The Second Five Year Plan, Planning Commission, Government of India, 
New Delhi, (1956-61) 
> The Seventh Five Year Plan, Planning Commission, Government of India, 
New Delhi, (1985-90) 
> The Sixth Five Year Plan, Planning Commission, Government of India, New 
Delhi, (1980-85) 
233 
Bibliography 
> The Statesman's Year Book, 1991. 
> The Tenth Five Year Plan, Planning Commission, Government of India, New 
Delhi, (2002-07) 
> The Third Five Year Plan, Planning Commission, Government of India, New 
Delhi, (1961-66). 
> Trade Unions Act, 1926. 
> UNDP, 1998, Legal Adjustments and Reforms for Globalising the Economy 
(LARGE) Project documents in particular Policy Papers nos. 22, 23 and 24, 
Allied Publishers, New Delhi. 
> Uttar Pradesh, (Annual) Information and Public Relations Department, U.P., 
1989-00. 
> World Labour Report, 1997-98, ILO, Geneva, 1998. 
> Year Book of Labour Statistics, ILO Geneva, 1986-8. 
MAGAZINES AND JOURNALS 
> "Indian Journal of Industrial Relations", Shri Ram Centre of Industrial 
Relations, New Delhi. 
> "Indian Labour Gazette". 
> "Indian Labour", Ministry of Labour, New Delhi. 
> "Management", The All India Management Association, New Delhi 
(Monthly). 
> "International Labour Review", International Labour Office, Geneva. 
(Monthly). 
> "Money Matters", New Delhi (Monthly) 
> "Productivity", National Productivity Council, New Delhi (Quarterly). 
234 
Bibliography 
> "The Indian Journal of Commerce", Department of Applied Economics & 
Commerce, Patna University, Patna, (Quarterly). 
> "The Indian Labour Economics", The Indian Society of Labour Economics, 
Department of Economics, University of Lucknow, Lucknow (Quarterly). 
> "Yojana", Ministry of Information & Broadcasting, Government of India, 
New Delhi. (Fortnightly). 
NEWSPAPERS 
> Business Line (Daily, New Delhi. 
> Business Standard (Daily), New Delhi. 
> Financial Express (Daily), New Delhi. 
> Observer (Daily), New Delhi. 
> The Economics Times (Daily), New Delhi. 
> The Hindu (Daily), New Delhi. 
> The Hindustan Times (Daily), New Delhi. 
> The Times of India (Daily), New Delhi. 
WEB SITES ACCESSED: 
www.d warikesh. com 
www.vvgnli.org 
www.fcamin.nic.in 
www.planningcommission.nic.in 
www.indiansugar.com 
www.sugarindia.com 
www.labour.nic.in 
235 
APPENDICES 
APPENDIX-1 
EMPLOYER'S SCHEDULE 
The purpose of this schedule is to collect various types of information 
pertaining to various aspects of the labour relations in sample Sugar Mills of Uttar 
Pradesh 
General Information (Brief History) 
1. Name and address of the unit. 
2. Location of the unit 
3. Year of commencement 
4. Types of Product 
Financial Performance 
1. Authorized capital. 
2. Paid-up capital 
3. Subscribed capital 
4. No. of shares with kind 
5. Total fixed capital (Assets) 
6. Total working capital 
7. Debentures, if any 
8. Reserve fund 
9. Annual production of all products 
10. Sales and Income 
11. Profit before tax after tax 
12. Dividend paid to share holders 
Questionnaire : Employer's Schedule 
Labour Relations Pattern 
1. Organizational Structure / flow chart 
2. Personnel Department / Rate of P.P. / L.W.O./ Year of establishment. 
Objectives and Functions 
3. Security Department/ Role of S.O./A.S.O.A'ear of establishment 
4. Safety Department / Role of Safety Officer / Year of establishment. Objects 
and Functions 
Pattern of Employment 
1. Total strength of the staff 
2. Classification of employees according to employment status 
3. Average number 
Employment Status 
Managerial 
Supervisory 
Clerical 
Workers 
Others 
Total 
4. Classification of workers according to service condition 
Service Condition 
Permanent 
Temporary 
Probationary 
Contract Labour 
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Questionnaire: Employer's Schedule 
Casual 
Part-time 
Others 
Total 
5. Classification of workers according to skills 
Skill Number 
Skilled 
Unskilled 
Semi-skilled 
Apprentice 
Total 
6. Classification of workers according to age and sex 
Age group Men Women 
18-25 years 
25-35 years 
35-45 years 
45-55 years 
55 & above years 
Recruitment and service conditions 
1. Classification of workers according to the sources of recruitment sources 
A. Employment exchange 
i. Government 
ii. Private 
B. Universities and colleges 
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Questionnaire: Employer's Schedule 
C. Advertisement 
D. Employers relations 
E. Jobbers 
F. Management Schemes 
G. Recruitment from other establishments 
H. At gate recruitment 
1. Trade unions 
J. Contractors 
K. Others 
2. Number of workers promoted in different departments basis of promotions. 
3. Number of workers transferred from one job to other / one department to the 
other basis of transfer. 
4. Number of workers who were laid off. 
5. Number of workers retrenched. 
Causes 
6. Number of workers who resigned the service 
Causes 
7. Number of workers who were discharged 
Causes 
8. Please note the procedure of disciplinary action 
9. Please note the procedure of dismissals. 
10. Please note the procedure of discharges. 
11. Please supply a copy of standing orders. 
12. Procedure of recruitment. 
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Questionnaire: Employer's Schedule 
13. Procedure of selection. 
14. Procedure of training. 
15. Transfer policy. 
16. Promotion policy. 
Wages and Salaries 
1. Monthly wages and salaries of the employees 
All categories Maximum Minimum 
2. Amount of wages salaries paid to employees 
3. Deamess Allowances 
4. Overtime Allowance 
5. The date on which wages are generally paid 
6. Increment (annual) For workers 
For Office staff 
Fr Executive staff 
7. Please supply a schedule of salary and wages rate according to classification 
of jobs prevailing in your company. 
Labour Welfare facilities 
1. Educational facilities For workers 
For the wards 
• No. of educational institutions 
• Employers budget on education 
2. Recreational facilities 
• Workers clubs 
• Cinema theatre 
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Questionnaire; Employer's Schedule 
• Outdoor/indoor games 
• Dance and singing programme 
• Any other method of amusement and recreation 
• Employers budget on these items 
3. Canteen 
• Canteen run by the employer/employee 
• Subsidy if any, by the employer 
• Types of refreshment provided 
• Rate list of items available in canteen 
4. Cooperative Stores 
• Items provided by the stores 
• Employers assistance to these stores 
5. Retail Stores 
• Items available 
• Subsidy, if any by the employer 
6. Credit facilities (Loans and Advances) 
• Loans granted by the employer 
• Methods of granting loans 
• Interest and terms of repayment of loan 
• Purpose for which the loans are granted 
7. Medical services 
• Number of hospitals and dispensaries 
• Facilities provided by the hospitals 
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Questionnaire: Employer's Schedule 
• Budget of employer on these facilities 
8. Housing facilities 
• Number of houses provided to each category of employee 
• Method of charging rent 
• Amenities provided 
• Loans granted to workers for the construction of their own houses 
• Terms of recovery of such loans 
9. Workers education programme, if any 
• Number of centers 
• Time 
• Duration 
• Typesof education imparted 
10. ESI Scheme in the unit 
• Number of workers covered by the Act 
• Contribution by the employer 
• Contribution by the worker 
• Benefit provided under the scheme 
Benefits No. of beneficiaries Amount 
Sickness 
Maternity 
Disablement 
Dependents 
Medical 
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Questionnaire: Employer's Schedule 
11. 
12. 
14. 
15. 
Total 
Leave with pay benefit (Yearly basis) 
Category 
of worker 
Daily rated 
Piece rated 
Contract labour 
Others 
Casual Sick leave 
leave 
Earned No. of 
leave holidays 
with pay 
Provident fund, Pension and Gratuity 
Type of Payment Statutory or not 
No. of Beneficiaries 
Contribution of Mgt. 
Contribution of workers 
Date of Starting 
If any 
13. Pension 
• Retirement age 
• Condition of providing pension to employees 
• Amount of pension given to the employees 
Gratuity 
Bonus 
16. Safety 
Working conditions 
1. Details of work day with breaks, period of change over duties 
2. Holiday and leave (list of holidays) 
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Questionnaire : Employer's Sciiedule 
3. Details regarding working conditions 
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Questionnaire: Employer's Schedule 
• Area 
• Ventilation 
• Noise 
• Humidity 
• Dust, Smoke and fumes 
• Temperature 
• Dust 
• Sanitation 
• Over crowding 
• Machinery 
• Lightening 
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Questionnaire : Employer's Schedule 
4. Accidents 
Category with causes Numbers Amount of compensation 
• Permanent total disablement 
• Partial disablement 
• Temporary disablement 
• Fatal 
Trade Unions 
1. Name of the union 
2. Date of registration, recognition and affiliations 
3. Number of names of office bearers and their designation 
4. Functions trade unions 
5. Membership 
6. Percentage of total strength 
Industrial Disputes 
1. Strikes 
a. Strikes during the last 10 years 
b. Issues involved 
c. Numbers of workers affected 
d. Duration of the strike 
e. Mandays lost 
f. Wages lost 
g. Attitude of management 
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Questionnaire: Employer's Schedule 
h. Results 
2. Lock outs 
a. Lock outs during the last 10 years 
b. Issues involved 
c. Number of workers affected 
d. Attitude of workers 
e. Attitude of management 
l Results 
3. Gherao 
a. Number of workers involved 
b. Issues involved 
c. Year ofgheraos 
Machinery for settlement of disputes 
1. Works committees and joint management councils 
Year No. of cases Successfully Partially Not Remark 
Referred resolved resolved resolved 
2. Cases referred to conciliation board 
3. Cases referred for arbitration 
4. Cases referred for arbitration to industrial tribunals 
5. Cases referred to court of inquiry 
6. Cases referred to High Court on point of law 
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Questionnaire : Employer's Schedule 
Labour management coordination 
1. Have you introduced any scheme of workers participation in management 
unit? 
2. If yes, which of the following practices are provided for in your undertaking, 
which were formerly provided for but now how many have been discontinued. 
Works committee 
Joint management council 
Worker director 
Other labour management 
committee 
In operation now 
Yes no 
In operation formerly 
Yes no 
Joint management council 
(a) What is the name of such council or committee in your concern? 
(b) When it was established? 
(c) How is its membership made up, and how are the members chosen? 
(d) How frequently does it meet? 
(e) How it a published constitution and/or rules? 
(f) How is the chairman arranged? 
(g) What are the principal matters discussed? 
(h) If you had a system of JMC or similar to it, when has now been discontinued on 
account of lack of interest of 
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Questionnaire : Employer's Schedule 
Management Employee Union General lack of 
interest 
Other Joint Committees 
Which of the following labour management committees have been formed in your unit. 
(a) Central Production Committee 
(b) Departmental Production Committee 
(c) Labour Welfare Committee 
(d) Suggestion Committee 
(e) Canteen Management Committee 
(/) House Allotment Committee 
(g) Grievance Committee 
(h) Others, if any 
Shop council and joint councils 
(a) Have ship councils been formed in your unit 
(b) How many shop councils have been formed in you're unit 
(c) On which date the ship council was formed in your unit 
(d) How is their members' chosen 
Joint council 
(a) On which date joint council was formed? 
(b) How is its membership made up, and how are the members chosen? 
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APPENDIX- II 
EMPLOYEE'S SCHEDULE 
The purpose of this schedule is to study the opinion of the employees towards 
of the labour relations in sample Sugar Mills of Uttar Pradesh. 
NAME : 
DESIGNATION : 
DEPARTMENT : 
1. Are you satisfied with the recruitment procedure of your company? 
2. Are you satisfied with the selection procedure of your company? 
3. Are you satisfied with the training policy of your company? 
4. Are you satisfied with the transfer procedure of your company? 
5. Are you satisfied with the promotion policy of your company? 
6. Are you satisfied with the monthly wages and salaries given by your 
company? 
7. Are you satisfied with the bonus paid by your company? 
8. Are you satisfied with the P.P. scheme of your company? 
9. Does your company satisfy you with the payment of gratuity? 
10. Are you satisfied with the facility of loans and advances? 
11. Are you satisfied with the housing facilities provided by your company? 
12. Are you satisfied with the medical facilities provided by your company? 
13. Are you satisfied with the educational facilities provided by your company? 
14. Are you satisfied with the recreational facilities provided by your company? 
15. Are you satisfied with the canteen facilities provided by your company? 
Questionnaire : Employee's Schedule 
] 6. Are you satisfied with the foJJowing: 
• Lightening 
• Ventilation 
• Noise 
• Humidity 
• Dust, Smoke and fumes 
• Temperature 
• Sanitation 
• Machinery 
17. Are you satisfied with the activities of your trade unions? 
18. Does the management of your company have favourable attitude towards trade 
unions? 
19. Are you in favour of organizing the strikes? 
20. Does the management of your company encourage workers participation in 
management? 
21. Are you satisfied with the following procedures 
(a) Taking disciplinary action 
(b) Redressing of grievances 
(c) Settlement of disputes 
22. Do you think that the productivity of your mill is low due to autocratic attitude 
of management? 
23. Do you think that the productivity of your mill is low due to poor working 
conditions and inadequate welfare facilities? 
24. Do you think that the productivity of men, machines and materials is low in 
your mill? 
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